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ABSTRACT 
 
 
This dissertation is a narrative account of a self-study undertaken with the 
primary aim of positively influencing the morale of colleagues in my school 
department. It addresses an area of personal and professional concern where 
my values were being denied in my practice. As a Head of Department, I was 
worried that the low morale of my colleagues would negatively impact on the 
quality of teaching and learning at school, and on their own mental health. 
Situated within self-efficacy theory, my study reflects the values I attach to 
human dignity, respect, fairness, honesty perseverance and caring. These 
values were applied as the living standard by which I judged the quality of my 
leadership practice. 
 
 I describe how I used an Action Research methodology as a living 
transformational process to reflect on my own leadership in terms of how I could 
influence the development of positive morale in the department.  My findings 
offer new conceptualisations about how teachers can take action to improve the 
emotional climate of the school.  I am claiming that the significance of my 
research is grounded in my ability to facilitate an improvement in the low morale 
of myself and my colleagues in order for us to ultimately contribute to self and 
school improvement.  
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PREFACE 
 
If this thesis is differentiated or distinguished as a research process, it is 
because its methodology is underpinned by the values I as a researcher bring 
to practice. It is with this in mind that I ask you to bring your eye as examiners to 
bear on the following questions, asking yourself as you read this thesis whether 
these questions are addressed sufficiently for you to confirm “Yes these 
standards of judgment have been met”. 
 
• Are the values of my practice clearly articulated and is there evidence of 
a commitment toward living them in my practice? 
• Does my inquiry account lead you to recognize how my understanding 
and practice has changed over time? 
• Is evidence provided of life-affirming action in my teaching and learning 
relationships? 
• Does this thesis evidence an ethic of care in the teaching and learning 
relationships? 
• Are you satisfied that I as a researcher have shown commitment to a 
continuous process of practice improvement? 
• Does this thesis show originality of mind and critical thinking? 
• Does this thesis offer both descriptions of practice and explanations for 
practice, i.e. did I show a clear understanding that I was theorizing my 
own practice? 
• Is there critical engagement with the literature throughout? 
• Did I show critical reflection on the learning and action being reported? 
• Have I explained why I have chosen specific forms of representation, 
such as multimedia or visual narratives? 
• Did I show how I articulated methodological rigour? 
• Does my work show an articulation of validation procedures? 
• Did I show the significance of my research for new practices and theory? 
  
• Did I indicate some implications of the research? 
(xiv) 
 
 
Your judgment may be supported by applying the social standards of 
Habermas’s “truth claims”: 
 
Is this accountable comprehensible? 
Does it represent a truthful and sincere account? 
Is it appropriate – has it been crafted with due professional and ethical 
consideration? 
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CHAPTER ONE 
 
 
WHAT IS MY CONCERN? 
 
 
 
I am only one, but I am one. I cannot do everything, but I can do 
something. And I will not let what I cannot do interfere with what I can do. 
(Edward Everett Hale) 
 
 
1.1 INTRODUCTION 
 
In this chapter, I shall introduce my living theory that I can positively influence 
low teacher morale through a self-enquiry of my own practice as a leader in the 
Foundation Phase Department at the school at which I teach. My observation 
that my fellow-teachers generally suffer from low morale and that several of my 
colleagues exhibit low levels of motivation and enthusiasm for their work 
violates my educational values, and I have felt compelled to embark on a study 
to explore how I, as a Head of Department (HOD), can facilitate these teachers 
to take steps to improve their own morale. This chapter will present the rationale 
of the study; my educational concerns; my educational values; and the research 
aims; and will outline the philosophical approaches that guide my theory. 
 
1.2 BACKGROUND 
 
My interest in this topic was first piqued by a personal experience at a previous 
school, where I taught for fifteen years. One day I decided to fly my entire 
Grade Two class to Cape Town. It must be noted that the learners all came 
 
 
 
 
2 
from a disadvantaged, underprivileged and poor background. I felt that it was 
very important that they visit Cape Town, especially because some of them had 
never been out of Port Elizabeth. Some of them had never played in the sea or 
even seen a beach. In other words, they had a limited view of the world. I felt it 
was my duty as a teacher to give these learners an opportunity to experience 
something different, outside the narrow confines of their existence. I wanted 
them to experience what it felt like to fly in a plane and to stay in a hotel. I 
wanted to broaden their perspective of the world, and I also wanted them to 
experience the distance between Port Elizabeth and Cape Town. 
 
My positive attitude and motivational skills paved the way, and I was able to win 
the support and confidence of the parents. Together, as a team, we set the ball 
rolling. The parents supported me wholeheartedly. Their positive response and 
financial contributions made my fund-raising task much easier. Apart from being 
emotionally and financially supportive, they were as good as their word in 
fulfilling any task they undertook. I surmise that their positive attitude stemmed 
from a desire to expose their children to an opportunity of a lifetime, one that 
they themselves could never provide. 
 
However, it was not so easy to gain the support of my colleagues for this 
undertaking. When people fear change or challenges, they begin to doubt if the 
task is actually possible or even worth doing (Van der Westhuizen & Theron, 
2002:225). Initially, my fellow-teachers were doubtful whether the project would 
succeed. They were reluctant to become involved, in the event that things may 
not work out as planned. Most of my colleagues openly stated that I would 
never succeed. However, I firmly believed that I could succeed, and their 
scepticism steeled my resolve to show them that anything is possible with the 
necessary determination and resolve. 
 
I set certain goals for myself when I engaged in this educational excursion. 
Through careful planning, I was able to meet the target dates I had set for 
myself. First, I managed to raise money for the flight tickets, which had to be 
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paid two months prior to the trip. I then managed to obtain a sponsorship that 
covered the cost of accommodation. Schunk (2003:163) emphasises that goal- 
setting forms an integral component of motivation and learning, since people 
who set goals have a benchmark against which they can measure their 
progress. I strongly agree with Schunk’s statement, as goal-setting taught me to 
differentiate between my long-term and short-term goals. Gaining the finance to 
host this trip was a short-term goal, but creating a lifelong memory for the 
learners was a long-term goal.  
 
We went. My learners visited Robben Island and glided up Table Mountain. We 
stayed at the Ritz Hotel. My learners enjoyed every moment of their trip. More 
importantly, they had an experience that I know will influence their life goals and 
dreams for a very long time. I attained my goals by creating a mastery 
experience for myself (Bandura, 1997). This motivated me to spread my wings 
and set out to attain other goals. By achieving this initial goal, I became more 
positive and motivated. My small “moment of glory” when we returned from our 
successful trip was every bit as gratifying as I imagined it could be. The trip to 
Cape Town was among the first of many goals I have achieved in my teaching 
career. I gave it everything I had and believed in my ability to succeed. I have 
since learnt through experience that believing in and pursuing challenging goals 
raises motivation and increases the chance of success (Gibbs, 2003:9). 
 
This and other subsequent successful experiences have taught me much. I 
have learnt to dream bigger, to imagine different possibilities. I trust that my 
beliefs and behaviour may also influence others to see things with different eyes 
(Polanyi, 1958:137). As a teacher and a designated leader at my particular 
school, I am in a position to influence my colleagues, my learners, their parents 
and the larger community that we are serving. However, in order for change to 
occur, we as individuals first need to change ourselves. We first need to 
experience change in ourselves, before we can possibly endeavour to influence 
change in others. 
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The successful experience recounted above, motivated me to carry on setting 
and attaining goals for myself (Nietfeld & Enders, 2003:1). By achieving this 
goal, I was encouraged to believe that I could work harder to reach other goals 
in my career. I became interested in learning the motivational effect of 
successful experiences. I started to consider the importance of self-efficacy 
and its influence on teachers in the workplace. Since I believe that each 
individual has the ability to attain his or her potential, this theory appealed to 
me.  
 
Self-efficacy is the ability one has to take action to attain “designated” goals 
(Zimmerman, 2000:83), accomplish a certain level of performance (Linley & 
Joseph, 2004:245) and control your emotions and thoughts as well as your 
behaviour as you do so (Gibbs, 2003:3). Self-efficacy has four major sources, 
namely ‘our actual performances’, ‘vicarious experiences’, ‘verbal persuasion’, 
and ‘physiological arousal’ (Compton 2005:122; Linley & Joseph, 2004:245; 
Gibbs, 2003:3; Milner & Woolfolk Hoy, 2002:4).  
 
• Mastery experience is the most powerful source of efficacy (Nietfeld & 
Enders, 2003:1; Bandura, 1997). When we are successful in reaching 
our goals, or “mastering” them, our efficacy beliefs are raised. We gain 
evidence of our ability to succeed, and this makes it more likely that we 
will attempt to attain other goals. By successfully organising and 
executing the Cape Town trip, I had created a mastery experience for 
myself, and this motivated me to set more goals. This successful venture 
inspired me to orchestrate my next goal, which was renovating the 
staffroom and ladies’ toilet at my school. I first discussed this idea with 
the principal, and he gave his approval. A few of my colleagues indicated 
their willingness to assist me with this project. I organised the décor and 
even arranged the painting and tiling. On the completion of the project, I 
felt a sense of accomplishment, as I had attained my aim. This 
experience allowed my efficacy beliefs to be elevated. 
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• Vicarious sources of learning come from observing others. This means 
that when the person with whom the observer identifies him- or herself 
performs well, the efficacy of the observer is enhanced. However, when 
this person performs poorly, the efficacy expectation of the observer 
decreases. Gibbs (2003:5) advocates that vicarious experiences are 
strengthened by strategies that will encourage the observer to self-reflect 
on his/her personal beliefs. An example: My colleagues observed me as I 
was arranging flowers in the staffroom; they became interested in and 
intrigued by what I was doing and were motivated to learn how to 
enhance themselves and acquire the skill of flower arranging. 
 
• Verbal persuasion is when people provide positive feedback to others 
that they have the necessary skills and ability to perform a task. Positive 
feedback definitely enhances self-efficacy, as the person observes that 
others believe in his or her learning. 
 
• Physiological arousal relates to the emotional and physical elements of 
a person, in other words, how he or she feels about a situation. Being 
calm and relaxed will have a positive effect on a person, while high 
arousal levels will have a negative effect. Gibbs (2003:6) maintains that 
individuals determine their own emotional and physiological 
enhancement in given situations. These emotional and physiological 
factors enhance self-efficacy beliefs and thereby influence subsequent 
performances. Similarly teachers’ emotions and moods are influenced by 
information that influences self-efficacy judgements. Gibbs adds that 
negative emotions affect self-efficacy. This will render a teacher less 
likely to believe that s/he is capable of making a difference in challenging 
situations.  
 
When I started at the school at which I currently teach, I experienced the same 
negativity from teachers that I had experienced at my previous school. I realised 
that negativity could be contagious, and I was anxious not to become affected 
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by it. However, I also realised that I was not a helpless pawn; I could choose 
whether I would also become negative or actively increase my own motivation 
and enthusiasm. I decided to accept responsibility for keeping my own morale 
high. With that one crucial shift in thinking, my entire attitude began to change. I 
began to reflect on how I could increase my self-efficacy through increasing my 
intrinsic motivation and enhancing my own personal growth and my interaction 
with others (Wood & Olivier, 2008). I learnt that I could be intrinsically motivated 
when my work became the driving force (Schulze & Steyn, 2003:143; Steyn, 
2002:87). I examined the literature on self-efficacy and related topics, which 
taught me how I could motivate myself but also how I could influence the 
motivation and morale of others. 
 
My reason for undertaking this study is that I hope to influence the teachers in 
my Department to increase their levels of self-efficacy and thereby improve their 
overall morale. 
 
1.3 HISTORICAL CONTEXT 
 
I am a newly appointed Head of Department (HOD) at a primary school situated 
in the Northern Areas of Nelson Mandela Bay. The Northern Areas were 
created as a result of the now notorious Group Areas Acts (George & 
Hendricks, 2003:9), passed by the South African National Government in the 
1950’s and 1960’s. This series of acts progressively removed the rights of the 
non-white South African population to live in areas designated “Whites only”. 
People who previously had lived “harmoniously together, respecting each 
other’s culture, language and ways of life” (George & Hendricks, 2003:9) were 
forcibly removed to specific designated areas with respect to ownership, 
occupancy and trading rights. The newly created non-white areas were “distant, 
desolate, cold and isolated” (George & Hendricks, 2003:9). In the process, the 
so-called coloured populations were scattered to land situated north of the city 
centre, where they founded suburbs such as Helenvale, Gelvandale, Gelvan 
Park, Salt Lake, Arcadia and West End. 
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These new suburbs had little infrastructure or public transport and no police 
stations. Crime quickly became a serious problem, and the anti-social 
phenomenon of gangs became a feature of life in these underresourced areas. 
These conditions further eroded the already low morale of a displaced people 
(George & Hendricks, 2003:25). Unemployment and its concomitant array of 
social problems, such as substance abuse, domestic violence and child abuse, 
flourished under the inequalities spawned by apartheid and had a negative 
impact on learners’ ability to succeed in school (Johnson, Monk & Hodges, 
2000:183). 
 
Education in the Northern Areas suffered under the Apartheid laws. Schools 
were poorly equipped, teachers received inferior training, and university access 
was limited to specific non-white universities. George and Hendricks (2003:57) 
state that at the time when the first families moved to the Northern Areas, there 
were no high schools. Parents had to bus their children to a school some 
distance away. Moreover, not many children progressed to high school 
education, and even fewer to tertiary institutions. Although educational 
opportunities have supposedly been equal for all population groups since 1994, 
the onset of democracy in South Africa, the years of apartheid legislation have 
taken their toll. Today still, schools in the Northern Areas are struggling to 
provide quality education (Mda, 1995:219). As a result of the disadvantaged 
conditions prevalent in the schools in the area, the morale of teachers has been 
severely eroded over the years (Niehaus, Myburgh & Kok, 1996:96). In addition, 
many teachers entered the profession simply because bursaries were available 
to teachers; therefore, teaching became their profession by default rather than 
by choice. 
 
1.4 MY EDUCATIONAL CONTEXT 
 
‘My’ school is situated in the suburb of Gelvandale, Nelson Mandela Bay. As 
described above, Gelvandale is a sub-economic area with a high 
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unemployment rate. The school serves a predominantly disadvantaged 
community battling with serious socio-economic problems such as alcoholism, 
women and child abuse, crime and poverty. Learners are therefore exposed to 
violence and neglect on a daily basis. In some cases, parents cannot afford 
electricity, and learners are therefore unable to do their homework in the 
evening. Many parents also cannot afford to buy stationery and other study 
materials for their children. Often, the learners come to school hungry, which 
obviously has a negative impact on their concentration and learning. A school 
feeding scheme does exist, but the bread and soup provided do not meet the 
nutritional needs of all learners. 
 
Our school consists of 800 learners; one principal; one secretary (who is a 
parent serving on the Governing Council); and 21 teachers. Our teacher-learner 
ratio is 1 teacher for every 45 learners. The school fees are R200 per annum for 
each learner. However, not many parents pay these school fees, because of 
their disadvantaged circumstances. To address this problem, the Governing 
Council introduced a system in terms of which parents are expected to pay R5 a 
week towards school fees for the duration of the year. Unfortunately, this 
attempt to raise funds has not succeeded. The school offers sport codes such 
as netball, mini-cricket, athletics and hockey, but facilities and resources are 
inadequate. Our sport field is not of sufficient standard to allow our learners to 
participate fully in the various sport codes. Regrettably, some learners have lost 
interest in sport. This, too, affects our level of education.  
 
When I embarked on this study, the situation at my school was that teachers 
had lost their pride in teaching. Their morale had been negatively affected by 
factors such as inadequate salaries, poor working conditions, poor discipline, a 
huge workload and a lack of parental involvement. Woods and Weasmer 
(2004:118) list a number of factors that contribute to a low morale among 
teachers, such as low salaries, lack of promotional opportunities, negative 
relationships with colleagues, the unruly behaviour of learners, inadequate 
parental support, and a heavy administrative burden. 
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Schulze and Steyn (2003:139) also contend that South African teachers are 
generally demotivated. The Department of Education has identified vandalism, 
the carrying of weapons, drug-dealing, undisciplined principals, rape and 
trespassing as factors that contribute to the low morale among South African 
teachers (Schulze & Steyn, 2003:140). These problems have also caught the 
attention of the media and focused the spotlight on the quality of South African 
education. Poor working conditions and the low prevailing morale have been 
identified in the media as some of the factors that are pushing teachers out of 
the profession. A reporter, Dineo Matomela from a local paper further stated 
that teachers’ unions had sounded warning bells that thousands of demoralised 
teachers were exiting the profession (Herald). 
 
Many teachers contend that the salaries they receive are insufficient for the 
amount of work they do. The growing unhappiness among teachers has been 
fuelled by recent deductions from their salaries for their participation in the 
Public Servants’ strike in June last year (2007). Salaries are evidently a major 
concern and add to the low morale (Steyn, 2002:88). 
  
The physical environment in which they work, also affects teachers’ morale. 
Our school is poorly constructed. Broken windows, doors and ceilings are 
common. Sometimes, we have no running water. Black (2003:37) observes that 
despite the fact that many teachers work in terrible conditions, they are still 
expected to do their best. I believe teachers want to be valued and respected 
for whatever they are doing for the school and that this respect must be 
reflected in an attractive and well-equipped working environment. 
 
The lack of discipline of learners at school is a major concern and a 
contributing factor to teachers’ low morale. Learners often display poor 
behaviour and discipline, disrupting class teaching and learning and, in the 
longer term, their and their fellow learners' academic progress. Teachers find it 
difficult to cope with this situation. Naong (2007:291) reports that since corporal 
 
 
 
 
10 
punishment was prohibited in South Africa, disciplinary problems with learners 
have escalated, gradually ending teachers’ passion for teaching. 
 
At school, there is little or no parental involvement. In some instances, the 
parents depend completely on the school and the class teacher for guidance 
and support and are quite comfortable with this situation. Parents seldom attend 
school meetings; therefore, turnout at these meetings is generally poor. The 
already overworked teachers become even more pressurized: not only do they 
have to do their own job, but they are also expected to accept some parental 
responsibilities (Steyn, 2002:89). 
 
Teachers are finding it difficult to cope with all the changes in education 
following the implementation of the NCS (National Curriculum Statement) in 
South African schools. The implementation of the NCS has eroded teachers’ 
morale, especially following the workshops held at the instruction of the 
Department of Education. The Department is subjecting teachers to endless 
workshops, a heavy workload, and constant changes. I have observed that the 
numerous educational changes confronting teachers, have a negative influence 
on them (Montgomery, Mostert & Jackson, 2005:266). I have seen how feelings 
of insecurity and anxiety take root among teachers confronted with major and 
numerous changes in the curriculum, rendering them less effective and 
motivated as educators (Steyn, 2002:88).  
 
Another frustration that I have observed among teachers, is the lack of authority 
to design and develop the curriculum (Woods & Weasmer, 2004:118). 
Teachers have to implement a curriculum into which they have had little or no 
input. Teachers are required to follow guidelines in working out schedules and 
lesson plans for their schools. Recently (2007), I attended workshops on the 
changes in the curriculum. I heard teachers express their frustration at the 
heavy workload and inefficient trainers. I believe that the lack of ongoing 
training has contributed to teachers’ frustrations. Avalos (2000:10) is of the 
viewpoint that a well-designed curriculum is only the starting point: one also 
 
 
 
 
11 
needs knowledge, skills and materials to implement it. It is also necessary to 
equip teachers to successfully cope with curriculum changes, through relevant 
training and refresher courses. 
 
Many teachers, on the verge of burnout, have begun to neglect planning and 
administration, and have lost much of their enthusiasm and creativity (Rudduck, 
Day & Wallace, 1997:86). Teachers are now more likely to be absent and to be 
less optimistic about their future; they are making plans to leave the profession 
and feel less sympathetic and empathetic towards their learners (Lethoko, 
2002:246.). At my own school, I have noticed that certain teachers are absent 
on a regular basis. This absenteeism has a negative impact on the school and 
its functioning and burdens the rest of the staff with extra learners. This causes 
teachers to become even more frustrated. 
 
I have observed that my colleagues have either restricted or ceased their 
extramural activities, avoiding their responsibilities, which then have to be taken 
on by those few who are still passionate about their profession. Some teachers 
are very outspoken about how they feel about extramural activities. They state 
that they find it exhausting to work a full eight hours a day and then still have to 
coach learners after school. Another concern is the financial implications. 
Teachers are not reimbursed for transport cost, and they have to transport 
learners to and from matches. These factors have contributed to their negative 
attitude towards extramural activities. However, some teachers still coach sport 
at school, for the sheer love of the game. Extramural activities form part of life 
skills education, which in turn forms an integral part of learners’ development of 
social and cognitive skills. According to McCallister, Blinde and Weiss 
(2000:36), “through participation in sport youngsters formulate values and 
explore behaviours assumed to be important for functioning in the larger 
society”. It is important that teachers take the lead in offering such opportunities 
to learners in order to help them develop skills, attitudes and values that will 
help them make a success of their lives, both while at school and later on in life 
(Czubaj, 1996:372).  
 
 
 
 
12 
 
Schulze and Steyn (2003:139) state that teachers who are demotivated often 
display signs of apathy and show little or no interest in their work. According to 
Day (2004:78), teachers with a low morale cannot satisfy their own emotional 
and intellectual needs. Day explains that the professional growth or these 
teachers is “stuck” and that their ability to contribute to the raising of standards 
is hindered. Many teachers simply can no longer cope with the harsh realities of 
South African schools: the overcrowded classrooms; the heavy workload; the 
lack of training; and the general lack of support from the Department of 
Education. These are the leading causes of stress and the low morale among 
teachers and, ultimately, attrition (Hall, Altman, Nkomo, Peltzer & Zuma, 
2005:2). 
 
A report prepared for the Education Labour Relation Council presents the 
following statistics on the link between job dissatisfaction and a low morale 
(Department of Education, 2005:94) among teachers: 
 
TABLE 1.1 Statistical link between job dissatisfaction and low morale 
among teachers 
 
• Teaching profession needs more status and respect 94.4% 
• Inadequate salary 73.3% 
• Experiencing stress with Outcomes-based Education 70.5% 
• High workload 61.9% 
• Performing tasks not in job description 55.0% 
• Redeployment 51.9% 
• No possibilities for promotion 37.0% 
• No career development opportunities 27.3% 
• Discipline of learners 22.6% 
• Job insecurity 22.5% 
• Unreasonable working hours 19.0% 
• Learners do not respect me as an educator 7.6% 
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Source: Department of Education (2005:94) 
 
Our classes are so overcrowded that teachers sometimes have forty-five and 
more learners in their classes. They therefore cannot pay individual attention to 
individual learners, especially to those with learning problems, leading to high 
frustration levels among teachers and learners alike. Due to the overcrowded 
classes, teachers experience major disciplinary problems. Let me cite: one 
incident that occurred in the classroom of a colleague, who has 47 learners. 
While she was teaching, a particular learner was distracting her and his peers 
by fiddling with his cell phone. She confronted him, and he then backchatted 
her. His behaviour angered her and in order to maintain her self control, she 
opted to send him out of the classroom. This learner is but one of many learners 
who show no interest in their work and are often disruptive. Faber (1991:60) is 
of the opinion that the bigger the classroom, the less effective and involved a 
teacher will become.  
 
I know from personal experience how frustrating it can be to teach under these 
difficult circumstances and can therefore empathise with the teachers in my 
Department. However, I have learnt how to deal with such conditions and to 
stay positive and I believe that I must help my colleagues to do the same, 
thereby increasing their morale. 
 
According to Steyn (2006:86), morale is a “state of mind” encompassing all 
feelings determined by an individual’s anticipation of the extent of satisfaction of 
those needs that he or she perceives as significantly affecting his or her work 
situation. Morale is also referred to as the confidence, enthusiasm and 
discipline of a person or a group at a particular time (Pearsall, 1999). The 
definition of morale that I will use in this study is the state of mind of the 
educator’s thoughts, feelings, attitude and behaviour that will influence how he 
or she carries out his or her professional tasks. The concept of morale therefore 
has cognitive, affective and behavioural aspects.  
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The low morale among teachers contributes to an unsatisfactory educational 
experience among learners. Research conducted at schools in the area in 
which my school is situated (Wood, 2004:113), has indicated that teachers 
display negative attitudes and feel depressed, demoralised, fearful and insecure 
about teaching. My concern is that in equipping our learners with knowledge, 
skills, attitudes, values and work ethics, education is vital, but if teachers do not 
display appropriate values and work ethics, they cannot serve as role models 
for learners (Niehaus, 2000:4). I believe that teachers’ negative attitude will 
have a negative impact on how they carry out their profession. Therefore, I also 
believe that the quality of education will suffer as a result of low teacher morale.  
 
A report prepared for the Human Sciences Research Council outlined the link 
between teacher absenteeism and job dissatisfaction and low morale (2005:21). 
Absenteeism in education may be related to difficult conditions at work. A 
relationship was established between level of morale and prolonged periods of 
absenteeism from work. Educators that reported a low morale were absent for 
between 10 and 20 days in total during 2002. A similar situation existed in 2003, 
during which 14% of teachers with a low morale were absent from school. 
According to the Summary Record that are being sent to the Department of 
Education in 2003, 21 teachers were absent during the first term. On a monthly 
basis, 14 teachers were absent on average. 
 
I firmly believe that teachers with low self-efficacy will see obstacles as reasons 
for failure, rather than as opportunities to learn to develop skills and attitudes 
that will help them overcome these. Teachers with a low self-efficacy will have a 
low morale. Day (2004:175) perceives that low self-efficacy has strong 
emotional components. A person with low self-efficacy will experience a sense 
of hopelessness when facing a task, while a person with high self-efficacy may 
view that same task as a challenge and work diligently to master it. 
  
I believe that the teacher is the “heart” of any school (Wood, 2004:201); 
therefore, low teacher morale will have a direct effect on learners. It is important 
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to know that teachers are “one of the most powerful variables in the educational 
environment” (Hutchinson, Cantillon & Wood, 2003:811) and that their 
behaviour will influence learners, either positively or negatively. I assume that if 
a teacher does not show respect and demonstrate good communication skills 
towards learners, the latter will learn disrespect and will most likely not show 
respect to the teacher (Munson, 1991:93). If teachers are frequently absent, 
learners will emulate their behaviour and look for excuses not to attend school; 
if teachers are not interested in extramural activities, learners will probably also 
not want to be actively involved in these. 
 
As noted above, a major concern at schools, also in the Northern Areas of Port 
Elizabeth, is that extramural activities are lacking and that our learners are not 
playing sport effectively. My particular concern is that talented learners are not 
given the opportunity to develop their sporting prowess. Only a few teachers 
remain interested in coaching the learners in the different sporting codes offered 
at school. I have seen that those few teachers who are motivated to be involved 
in extramural activities can make a real difference. Teacher X at my school was 
very positive about the sporting code she administered. She set realistic goals 
for the learners, with high expectations for learning. Her passion and 
commitment paid off, as the school received many accolades and awards for 
that particular sport. She trained the learners tirelessly before and after school, 
even on Saturdays, without any remuneration. Learners were positively driven, 
highly motivated, and enjoyed themselves. Parents gave their full support in 
order to make the team the success that it was. Learners enjoyed every 
moment of their involvement in the team, especially when receiving awards for 
their hard work. Our school was previously rated as one of the top schools in 
the Northern Areas in this sport. However, since the teacher involved left on 
early retirement a few years ago, nobody has been interested to continue 
coaching the sport. The school therefore has had to sell its equipment and 
clothing for this sporting code. 
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Lethoko (2002:238) reports that teachers need to examine their attitudes and 
make improvements. Their prevailing negative attitudes are closely related to 
the negative values that have pervaded the teaching profession. Teachers at 
school experience negative feelings, which have an impact in the classroom, as 
the learners absorb these feelings in a negative way (Czubaj, 1996:373). These 
negative feelings of the teachers have been found to correlate with negative 
relationships with learners (Yoon, 2002:485).  
 
I am concerned about the negative attitudes prevailing among teachers at my 
school. Teachers no longer meet in the staffroom during breaks, to share 
thoughts, feelings and ideas. Instead, they disperse into groups that meet in 
different classrooms during intervals. Also, most of the teachers at my school 
show little interest in fund-raising initiatives and regard it as the Department of 
Education’s duty to see to the finances, resources and maintenance of the 
school. The reality is that we need to hold fund-raising events on a regular 
basis, due to the fact that many parents do not pay school fees. The majority of 
the teachers are not eager to perform these “extra” fund-raising duties, such as 
manning the tuck-shop during intervals. Their lack of willingness to become 
involved and to take responsibility for improving the school and the overall 
educational experience is a matter of great concern to me. Should teachers 
persist in this negative behaviour, it will definitely have detrimental effects on 
the school as a whole, and especially on our learners. Our learners will become 
increasingly illiterate and the drop-out rate will escalate because of learners’ 
frustration, anger and inability to cope academically. This will definitely have a 
negative impact on our community and on society as a whole. 
 
Our task as teachers is to educate and motivate our learners. If we as teachers 
are not motivated, then we will have no passion for what we are doing and 
become apathetic towards our ultimate objective, which is to educate learners. 
Naong (2007:284) claims that the relationships between teachers and learners 
are affected by the low morale of the latter. All this negativity has an influence 
on teachers’ personal and professional well-being, including their work ethic and 
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job satisfaction. As educators, we should be life-long learners, which means 
that we have to find different ways of motivating ourselves and others and 
continue learning from each other.  
 
I believe that change comes from within, and that we as teachers need to take 
action to change the situation at school. We have the ability to make changes 
inside ourselves that will be reflected in our actions. Monroe (2002:2) states that 
the level of self-efficacy a person has for a particular task will influence his or 
her choice of task, how much effort he or she puts into the task, and whether he 
or she expects to fail and easily give up. I believe that I as a leader teacher, I 
have the potential to positively influence the teachers I work with to ensure that 
they have the skills and abilities to do a task well (Monroe, 2002:2). 
 
1.5 MY LEADERSHIP CONTEXT 
 
I see myself as a transformational leader, which Bennet and Anderson 
(2003:19) describe as a person that has vision, conveys high levels of 
performance, is supportive and stimulates others to action. These authors claim 
that this kind of leader invests in the professional development of teachers and 
enables them to “act as change agents” in their own professional development. 
I believe that as a leader, I need to have a positive impact on my fellow 
teachers by motivating them to adopt a pro-active approach and to live their 
values (Homrig, 2001:1). According to Coleman and Earley (2005:16), 
“transformational leaders are role models and their followers emulate them.” I 
agree with authors like Linley and Joseph (2004:243) that a leader should 
inspire and motivate other teachers in the team to achieve more than they 
thought possible. For me, it is important that my colleagues have the courage to 
tackle challenges and I feel that it is my duty to inspire and support them to do 
so. I believe that our school should strive to attain higher standards and that our 
teacher morale can be raised through my influence. 
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As a leader, I do not only wish to change the mindset of my fellow teachers; I 
also want to create an environment that will bring out the best in those teachers. 
To lead, one must create a platform through education and awareness where 
individuals can meet one another’s needs. I see myself as a leader that has 
passion and energy for everything I am doing. I will be supportive towards my 
colleagues at school (Bennet & Anderson, 2003:2) to help them to reach their 
goals. I am also concerned that the teachers at my school are not enthusiastic 
about their chosen profession, which is so dear to me. Therefore, I will do 
whatever I can to transform the demotivated mindset of the teachers. I will 
endeavour to stimulate them, and as a team, we will work to attain our goals. As 
Homrig (2001:2) points out, this kind of leadership occurs when one or more 
individuals engage with others in such a way that “leaders and followers raise 
one another to higher levels of motivation”. 
 
1.6 MY EDUCATIONAL VALUES 
 
My professional practices are guided by educational values that I believe are 
being violated by the situation described above. As a positive person, I ascribe 
to certain values and always strive to deliver work of a very high standard. The 
situation I have described breaches my values. I firmly believe that, with the 
support of my colleagues, I have the ability to influence the situation at my 
school and facilitate the development of improved teacher morale. I believe that 
my commitment to people development will ensure ongoing growth at the 
school. 
 
Ebersöhn and Eloff (2003:31) perceive the asset-based approach as a method 
to address problems to bring about positive change. These authors motivate 
this statement by saying that individuals are able to solve problems when they 
are supported by other people. This entire approach concerns a person’s 
attitude. In order for one to change, one’s attitude towards things should 
change. I believe that we all have assets, even though sometimes we may not 
even be aware of it. For me as a person, recognising and mobilising my assets 
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is an important life skill (Ebersöhn & Eloff, 2003:31). We as individuals have the 
ability to bring about change in a positive way. The teachers at my school are 
the only people that can make that difference. We need to do some 
introspection in order for us to act more effectively. Any positive change in 
behaviour that one can bring about, could mobilise change in others (Ebersöhn 
& Eloff, 2003:19).  
 
“Values are about what should be done or how a person should behave. Values 
can be seen as the basic foundations of each person’s view of how life should 
be lived. They influence your choices, attitudes as well as your goals in life”. 
(Broodryk, 2006:27) 
 
My personal and professional values are as follows: 
 
• I believe that every person is a unique human being who deserves to be 
treated with dignity and respect. 
• I believe in taking full responsibility for whatever task I execute. 
• I believe that each person has the ability to change for the better. 
• I believe in fairness and honesty. 
• I believe in integrity and that each person should grow in his or her 
character: “When you lose your wealth, you have lost nothing; your 
health, you have lost something; but when you lose your character, you 
have lost everything.” 
• I believe in caring for one another. 
• I believe in kindness towards others. 
• I believe in hard work to attain goals set. 
• I believe that I am a person because of another person – the value of 
‘Ubuntu’. 
 
These are the values that guide me in both my personal and professional life. 
When they are violated or denied, I experience myself as what Whitehead 
(1989:41) describes as a “living contradiction.” As human beings, we often tend 
 
 
 
 
20 
to fail to live our values, because of external circumstances. As an HOD, I must 
lead by example and to do this, I have to be able to live out my values in my 
daily practices and be able to influence others to do the same. I use these 
values as my “living standards of judgement” (Whitehead, 1989:42) against 
which I evaluate my practices as an educator and HOD. 
 
1.7 MY AIM IN THIS STUDY 
 
Based on the above explanation of my educational concerns and the link with 
my values, I feel led to conduct an inquiry into my own practices as an HOD, in 
order to ascertain how I can improve these. As an HOD, it is my responsibility to 
ensure that the teachers in my Department provide a quality learning 
experience for the learners and also that they are able to do so within an 
environment conducive to their mental, physical and emotional well-being. 
Through this study, I want to determine how I can improve my practices as an 
HOD to contribute to the enhancement of teacher morale. I believe that this 
inquiry will permit me to reach the following research aims: 
 
• To improve my understanding of why teacher morale is low; 
• To develop my learning and leadership skills to implement better ways of 
encouraging teachers to explore and improve their own morale; 
• To share these insights with others to influence their learning and 
educational practices. 
 
In order to guide my study, I formulated the following research question:  
 
“How can I facilitate the improvement of teacher morale among the teachers in 
the Foundation Phase Department?” 
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1.8 CONCLUSION 
 
In this chapter, I examined the various methodologies suitable for this study. In 
the next chapter, I shall discuss my chosen methodology, which is action 
research, and outline the way in which the data was gathered and interpreted.  
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CHAPTER TWO 
 
 
WHY AM I CONCERNED? 
 
 
 
Achievement is not when you complete what you wanted to do, but when 
you accomplish what you dreamed of doing. 
(John Glueck) 
 
 
2.1 INTRODUCTION 
 
In the previous chapter, I explained that the low morale evident in my fellow 
teachers violates my professional and educational values and that this denial of 
my values causes me great concern. I briefly discussed my values and what 
impact these have had on my educational practice. These values inspire my 
work and concern my own and my colleagues’ ability to reason for ourselves, 
enabling us to make our own decisions (McNiff & Whitehead, 2006:141). As I 
live out my values, I believe that I influence my colleagues in a positive way; 
therefore my educational and professional values and their origin have great 
significance for my practice. In Chapter One, I briefly listed my educational and 
personal values, but shall elaborate further on these in this chapter. 
 
2.2 WHAT ARE VALUES? 
 
I believe that a personal code of values represents not just something you want 
or would like to have, but something that is essential in your life in order to be 
happy. A value is a principle or quality intrinsically valuable or desirable to you. 
Lopper (2007:1) holds that values are personal – they are your convictions, your 
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beliefs and your ethics, rolled into one. Shaver and Strong (1982:17) propose 
that values are our standards and principles in life for judging worth. 
Blankenstein (2004:84) and Nieuwenhuis (2004:56) agree with Shaver and 
Strong, adding that values constitute the key factor for success in any 
organisation. I believe that values are the principles by which we strive to live 
and that enable us as individuals to be successful and to achieve happiness.  
 
2.3 WHY VALUES? 
 
I believe that teachers have an important role to play in the lives of learners. As 
mentioned in my previous chapter, teachers face the reality that a substantial 
number of our learners come from a deprived environment, presenting teachers 
with a tremendous challenge in encouraging and instilling certain values in 
these learners. I believe that we need to be aware of our own values before we 
can introduce any values to our learners. Stephenson, Ling, Cveta Razdevsek-
Pucko, Burman and Cooper (1998:166) argue that we as teachers need to 
critically evaluate if our own values are portrayed in our classrooms. Do we 
reflect our values through our teaching strategies and in the way we converse 
with our colleagues and learners? Are we true reflections of what we claim our 
values to be? If so, then it should be evident to everybody that we come in 
contact with in our daily lives, especially our learners. To what extent are these 
learners, who face major challenges, both at school and daily at home, 
motivated? Olivier (2006:1) maintains that motivation is lacking in our schools 
and that our learners need motivation in their lives in order to persevere and 
believe that they have a future to look forward to. Olivier (2006:1) further holds 
that it is our duty as teachers to motivate our learners to improve their future 
education. I am convinced that values inspire learners to take interest in and be 
zestful about matters relating to their personal experiences. Values ignite 
something in these learners that allow them to be constantly motivated and 
inspired (Stephenson et al. 1998:165).  
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Gevisser and Morris (2001:50) postulate that our younger generation must 
make values part of their lives in their “innermost being”. According to the South 
African Bill of Rights (Gevisser & Morris, 2001:50), every South African is 
granted specific rights; yet many South Africans tend to forget that with those 
rights also come responsibilities. Basic values in South African education are 
being denied on a daily basis. 
 
• South African learners have been granted the right to basic education, 
yet many of our teachers are not responsible enough to come to school 
to perform their duties. However, should they be deprived of any of their 
rights, they would feel violated. 
 
• We have been granted the right to personal security in a working 
environment, and yet we forget it is also our responsibility to keep our 
environment safe. If a teacher knows that a learner is being physically, 
sexually or verbally abused, he or she should take action and address 
the abuse. We need to realise that it is our responsibility to keep our 
working environment safe. I believe that all citizens of this country need 
to stand up and refuse any violation of our own rights or of the rights of 
others. 
 
• We insist on being treated with the utmost of dignity, and yet many of us 
do not conduct ourselves in a dignified manner. Conversely, many 
teachers are treated with the minimum respect, yet are expected to treat 
others in the most polite and respectful manner conceivable. 
 
• We live in an era in which we are unsure of our safety at work, as our 
right to freedom and security is being violated. Recently, someone stole 
my cellular phone. The thief did not seem like a criminal at all. Criminals 
come disguised as normal parents, and we are faced with this dilemma 
on a daily basis. 
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• We are told that everyone has the right to choose his or her profession 
freely, yet we have thousands of qualified people who are unemployed. 
Matriculants cannot find employment, and we still wonder why our crime 
statistics are so high. Steyn (2002:83) argues that high demands are 
placed on teachers and that this is an accumulative trend. He is of the 
opinion that it could be due to poor working circumstances that teachers 
are not excelling, that learner performance is deteriorating, and that 
educational standards are sliding. Teachers are faced with many 
changes in the profession, such as redeployment, the Revised 
Curriculum Statement (RCS), a longer school day, and the integration of 
LSEN (Learners with Special Educational Needs) into mainstream 
education (Wevers, 2000:5). 
 
Below, I shall briefly describe the values that I strive to live out in my profession 
on a daily basis. 
 
2.4 MY VALUES AS AN EDUCATIONAL LEADER 
 
As a leader, I always strive to set an example and to live according to my 
values. I believe that true leadership is the hope for the future of our world and 
will determine the success or failure of our homes, communities, cities and 
nations. I believe that the essence of leadership is to give other people value. 
Munroe (2008:66) postulates that true leadership provides people with a cause, 
a reason for living and a sense of significance that gives meaning to their lives 
so that they feel necessary and purposeful. 
 
I believe that we as teachers have to encourage certain values in our learners, 
to help them become responsible human beings in society. As teachers, we 
have an opportunity to embody our values in our everyday interaction with 
learners, to serve as examples of the kind of person society wishes its young 
people to grow up into (Pring, 1986:181). The kind of society our learners grow 
 
 
 
 
26 
up in, will inevitably have an influence on their values. In a particular incident, a 
young man stole my cell phone at school (Tuesday, 20 May 2008). I felt very 
disappointed, and realised I had to teach my learners the value of respect for 
other people’s property. The man’s behaviour went against the values I wished 
to teach my learners. I am fully aware that I cannot change society, but I can 
make a difference in the lives of those who cross my path. My task as a teacher 
is to educate children in life skills that will help them reach their full potential in 
life, become responsible citizens, and live out their own values, which promote 
the common good. My concern is that teachers with a low morale will not go 
that extra mile for their learners. I believe that the values we live out, influence 
those that our learners will ultimately adopt, which will ultimately shape our 
society (Pring, 1986:183). 
 
In the teaching profession, teachers are placed under severe pressure to 
perform. Key challenges are an excessive workload, many additional tasks, the 
threat of violence, and overcrowded classrooms. Sometimes there is no running 
water or electricity, apart from the broken windows, doors and ceilings. Still, 
there are many teachers who strive to live a purposeful life, irrespective of 
circumstances. I perceive myself to be a person that live according to the 
standards I have set, that strive to live a meaningful life by living out my values. 
During my career at the school, I came to the realisation that my values were 
being denied as a result of the low morale surrounding me. I observed that 
some teachers did not seem to care for one another or for their profession. 
Respect was rarely shown between colleagues, and some displayed a lack of 
commitment to and passion for their chosen career. With regard to my values, I 
feel it is my duty as a person and an individual to do something about the 
circumstances that tend to overcrowd our focus or judgement. 
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Below is a table that outlines my values, beliefs and behaviour: 
 
TEACHING THE 
VALUES 
BELIEFS EXAMPLES OF 
BEHAVIOUR 
Caring 
(Feeling and exhibiting 
concern and empathy 
for others) 
I believe in putting the 
needs of others first. 
Despite the fact that I was 
going through a very 
stressful period in my 
personal life, I availed 
myself to my colleagues 
and their needs. 
Thereafter, they decided, 
without my knowledge, to 
pray for me before I 
underwent surgery, 
indicating to me that my 
caring had inspired them 
to care. 
Respect 
(Polite attitude towards 
someone or something 
that is important to you 
and treating others as 
you wish to be treated) 
I believe respect goes a 
long way. Respect gains 
respect. If you show 
people respect and treat 
them with respect, you 
will usually get the same 
back. 
I show respect in 
meetings by listening to 
my colleagues, allowing 
them to voice their 
opinions and making it 
known that whatever they 
say, is noted and 
important in every way. I 
can say without a doubt 
that my caring, respectful 
and attentive behaviour is 
reciprocated. 
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Responsibility 
(Being accountable for 
one’s action) 
I believe in taking full 
responsibility for 
whatever task I execute. 
I also believe in doing 
whatever task I have to 
the best of my ability. 
We as teachers in the 
Foundation Phase have 
taken responsibility in 
moderating each other’s 
portfolio’s and thereafter 
giving feedback to each 
other on whether our work 
is correct or not. 
Trust 
(The trait of deserving 
confidence) 
I believe that trust forms 
the basis of growth in all 
relationships. Without 
trust, relationships are 
based on lies and will 
not prosper. 
On numerous occasions, 
my colleagues have 
confided in me, not 
because they felt 
obligated to, but because 
they knew they could rely 
on me to keep their 
information confidential. 
Perseverance (Being 
persistent in adhering to 
a course of action, belief 
or purpose) 
I believe that whatever 
comes my way, I must 
persevere and be 
persistent: failure is not 
falling down, but staying 
down. 
Major changes are being 
introduced by the DoE on 
a nearly continued basis, 
facing us to adapt the way 
we do our work. Today, 
they prescribe one thing – 
tomorrow, something 
else. This could break our 
spirits, but I persevere. 
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Kindness 
(The quality of being 
considerate, beneficient 
and helpful) 
I believe in being kind to 
my fellow man. 
Everybody needs a 
helping hand and if I can 
do something to ease 
someone else’s 
situation, I will do it 
wholeheartedly. 
I show kindness to my 
colleagues by helping, 
guiding and instructing 
them in their work. 
 
My leadership values are an integral part of who and what I am. These values 
are not only lived out in my school situation, but also in my interaction with the 
broader community and form part of my ontology. I realised this when my 
colleagues approached me to initiate projects that required leadership skills. 
These leadership values were acknowledged outside of the school situation, 
when friends and acquaintances approached me with requests to address 
certain groupings on the issue of leadership skills. 
 
2.4.1 Value of caring 
 
I value the importance of being a caring teacher, because a caring teacher is 
committed, concerned and involved, displays empathy, accepts responsibility, 
and feels for the learners s/he works with. One has to be very empathetic to the 
needs of children or one will truly misjudge or be unsympathetic towards the 
trials they may have to endure. Collier (2005:353) argues that a caring teacher 
influences others and in doing so, motivates other teachers to do the same, 
thus helping to improve their skills. I strongly agree with this statement; a 
person who feels cared for, also feels special. Caring behaviour could be 
contagious and positively affect masses of people. 
 
As a leader teacher, I believe in setting an example for my fellow colleagues. I 
see myself as a caring person who always puts the needs of others first. Based 
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on my concern about the situation at school, caring for my school and learners 
is important to me. Gootman (1997:9) holds that caring teachers who believe in 
the basic goodness of every child will plant seeds of hope in their lives. He adds 
that as we nurture these seeds of hope in the lives of others, they will flourish to 
adulthood, despite all odds. I believe in creating a caring environment that 
supports the well-being of my colleagues. 
 
I strongly agree with Foucault (1986:14) that, before we can care for others, we 
must first learn to care for ourselves. However, self-knowledge and awareness 
must necessarily precede self-love. 
 
Foucault, in his various works, examines the importance of self-care under the 
following points: 
 
• You need to take advantage while you are still young and gain 
knowledge. I believe that one needs to be curious for knowledge; 
knowledge does not acquire you – you must acquire it. What better way 
to do it than when you are still young and full of zest? I believe that while 
you are young, you tend to have fresh ideas and are still eager to learn, 
while with advancing age, you become less interested and less 
motivated, because you feel that you lived your life and have nothing left 
to prove. 
 
• The care of the self must be constant and exercised throughout 
one’s life (Foucault, 1986:49, 1997:96). I believe in nurturing and 
loving myself first. I realised that I first needed to see to my own needs 
before I could meet the needs of others.  
 
• Attending to oneself is a form of living (Foucault, 1997a:96): 
Constantly giving care and listening to oneself inspires one to continue 
even when one feels like throwing in the towel. Being attentive to what 
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your heart is telling you is crucial, because if you ignore this, then there 
is little point to life. I believe that one needs to be in touch with one’s 
feelings and not deny them, because one needs to fulfil one’s purpose in 
life. 
 
• Turning in upon oneself: I believe that one needs to realise one’s 
mistakes and identify one’s weaknesses. We would all like to believe 
that we are perfect. When we look at others, we quickly realise their 
faults, while remaining oblivious of our own. We should therefore attempt 
to identify our own weaknesses and try to overcome them. 
 
I try to live out the value of caring in my everyday life. For example, a learner at 
my school was knocked down by a car. He was rushed to hospital, and I took 
the initiative to visit him and support his family. I am also part of a voluntary 
group called Reach for Recovery, as part of which I visit cancer patients in 
hospital and motivate them in whichever way I can. Recently, I paid a visit to a 
patient in hospital, to encourage her to remain positive. I feel that other people 
have been there for me to support me and that the least that I can do, is to be 
there for others in their time of need. 
 
2.5 VALUE OF RESPECT 
 
My parents taught me the value of respect. The thought that respect goes a 
long way lingers in my mind. I believe that respect is something that you carry 
with you throughout your life. It was instilled in me when I was young, and I 
grew up showing and giving everybody respect. The term ‘respect goes a long 
way’ means that if I show respect to others, they will usually also respect me. 
On the other hand, if I am disrespectful, that is what people are likely to 
remember about me. I was taught to respect everybody, regardless of status or 
position. As a leader in my group. I believe respect is like a boomerang: if you 
send it out, you will get it back. I value the importance of respect and I treat my 
colleagues as I would want to be treated; therefore, respect and self-respect go 
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hand in hand (Gootman, 1997:26). During the course of my career, I have come 
to realise that our schools cannot function without mutual respect between 
teachers, parents and learners. In other words, if this important value of respect 
is not in place, it has a detrimental effect on learning (Gevisser & Morris, 
2001:19). 
 
When having our meetings at school, I try to correct my colleagues without 
being hurtful to them, and always temper my criticism with kindness. I believe 
that we all have rights and I am never autocratic with my colleagues. We strive 
at all times to have an open relationship with one another. 
 
I believe that to show respect to others is to believe that every person has worth 
and dignity, and that every person is entitled to be treated decently and 
humanely. I also believe in respecting diversity in people. Kirschenbaum 
(1995:21) and Starratt (1994:6) state that people that have respect, recognise 
and value the rights of others and treat people fairly and considerably – just as 
they would like to be treated themselves. Such people treat everyone with 
respect, dignity and courtesy. According to school based research conducted 
for the national Department of Education, two values the participants felt were 
lacking at our schools, were respect and responsibility (Gevisser & Morris, 
2001:19). 
 
2.6 VALUE OF RESPONSIBILITY 
 
I see myself as a person that takes full responsibility in my capacity as a 
leader; I believe that I can make a fundamental power shift from power of 
authority vested in position to power vested in people (Whitaker, 1993:81). For 
me as a leader it is rewarding if I influence my colleagues in such a way that 
they become empowered, so that ownership can be felt by all. I believe that 
power brings responsibility to staff, learners and parents. I believe that the 
greatest power tools we can give our learners is a sense of responsibility. It is 
the opinion of Kruger (2003:141) that educational leaders should use their 
 
 
 
 
33 
authority and power to ensure that tasks are performed to the best of 
everyone’s ability. They should also realise that they work with people who are 
expected to execute these tasks and should not be unrealistic in their 
expectations. I believe that it is imperative to ensure that a good working 
environment is created at school, in which staff members’ actions are directed 
by good leadership, so that they can feel a sense of appreciation and 
satisfaction in the workplace (Kruger, 2003:141). 
 
Kruger (2003:140) states that people placed in authority can influence their 
followers positively, because they have been given some sort of power in order 
to be called leaders. Having power ultimately means to be able to influence the 
behaviour of others, but in order to gain power, one has to earn it. Power is not 
something given easily to leaders, as they first have to prove themselves. 
Kruger further states that an educational leader has two major responsibilities, 
namely to perform at an exceptional standard where tasks at school are 
concerned, and to find a common ground for learners, staff and parents to work 
from. 
 
It is the viewpoint of Telford (1996:133) that responsibilities come with 
acceptance of a commitment to collegiality, such as: 
 
• taking a broad focus in working with others in a democratic way to 
achieve a shared vision; 
• valuing and respecting others’ opinions; 
• frequent communication; 
• sharing of information. 
 
I believe that every person must take full responsibility for what s/he does and 
how it is done. We as educators are challenged to use our individual minds to 
the best of our abilities to make rational decisions. Vanzant (1995:94) explains 
that we as humans are required to take responsibility for what we think, say or 
 
 
 
 
34 
do. I believe that responsibility gives you a sense of vision, clarity and a 
purpose which will assist you in learning and mastering all of life’s lessons 
(Vanzant, 1995:94). 
 
I believe that we must all take responsibility for our own happiness and for our 
own actions. If you make anyone else responsible for what you do or what you 
fail to do, you will not accomplish a great deal in life. Starratt (1994:6) implies 
that a responsible person will look after his fellow man. One’s purpose in life 
should be to help others in times of need by being supportive, loyal, trustworthy 
and honest. He also emphasises that being responsible means that you have to 
be reliable; someone that can be depended on. I always try to be responsible 
and to deliver on what I undertook to do. For example, whenever I am given an 
assignment by the principal, I strive to do it to the best of my ability. Recently, 
our school organised a Beach Walk as a fundraising effort. The principal 
suggested that I take the leading role. I believe that I managed to accomplish 
this task successfully. I see myself as a person with integrity who accepts 
responsibility for my actions. 
 
2.7 VALUE OF TRUST 
 
I believe that trust forms the basis of our daily lives and that it is an integral part 
of our growth as humans. I also believe that there is a big difference between 
trusting somebody and putting your trust in somebody. When you trust 
someone, you see that person in the best light possible, knowing that no matter 
what he or she does, it does not change who he or she is at the core of his or 
her being (Vanzant, 1998:32). For me, it is a very important value in life, 
because it is of vital importance to me to trust my colleagues. When I trust 
them, I expect them to be honest and trustworthy at all times. It is the view of 
Vanzant (1995:92) that the key to mastering trust is in “knowing” that we are 
worthy of the best. The writer adds that those who have not mastered the ability 
to trust may also have missed the lessons of stillness and patience. 
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A few months ago, our principal attended a meeting at the Department of 
Education. He handed the school keys to me, requesting me to dismiss the 
school that afternoon. I realised that he trusted me wholeheartedly and had 
confidence in my judgement. I believe I am a leader that is conscious of the 
stewardship of trust given to me by whomever I serve. 
 
In my Department, my colleagues must have the confidence to trust me, and 
vice versa. Nemerowicz and Rosi (1997:40) argue that without common beliefs 
and understanding, it will be impossible for people to cooperate, to trust each 
other and to care about each other’s well-being. I have shared my values and 
beliefs with my colleagues and explained to them how my actions were 
influenced by these values. My values are reflected in my daily interaction with 
others. 
 
2.8 VALUE OF PERSEVERANCE 
 
I believe that in persevering, one has to continue, irrespective of what life 
throws your way. I see myself as a persistent leader, because such leaders 
have a firm grasp of their purpose, know where they are going and are 
confident that they will arrive there (Munroe, 2008:143). I have high self-efficacy 
beliefs. As a leader, as I am convinced that I have the ‘the capabilities to 
organize and execute the courses of action required producing given 
attainments’ (Bandura, 1997:3). I also believe I have a positive influence on our 
school. I have certain goals and am always organising activities such as the 
recent staff development exercise, excursions, etc. My value of perseverance 
was tested with the arrangement I made with our recent team-building exercise. 
I was experiencing trouble finding suitable accommodation for the group. 
Although the arrangements demanded a lot of time and effort, I refused to give 
up. I finally found affordable accommodation, and the teachers enjoyed every 
moment of their stay. 
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Gillman (2006:1) views perseverance as being persistent and obstinate in 
acquiring or achieving a particular goal, despite the stumbling blocks along the 
way. He further explains that one needs to put one’s priorities in order and 
persist in attaining the things that bring one inner happiness, rather than 
material benefits. Failure is not falling down, but staying down. In order to 
persevere, one has to pick up the pieces and move on. Perseverance is staying 
strong, even when the odds are against you. The challenges facing us in 
education should ultimately make us stronger, yet so many of us tend to 
become paralysed by regret and self-doubt and fail to see the bright side of 
things. I feel that in order to persevere, we need to keep strong, dedicated and 
focused. My motto is “If life hands you a lemon, make lemonade”. 
 
2.9 VALUE OF KINDNESS 
 
I believe that everyone can make a major contribution to the world by 
embracing the value of kindness. According to Appelbaum (1997:1), in order to 
have the value of kindness one has to have certain beliefs and knowledge. I 
believe that a kind person must be understanding and be able to relate to other 
people’s needs. Appelbaum further states that a person must also be able to 
appreciate multiple perspectives when deciding how to act. Only when these 
features are present, it may be said that someone is kind. Kindness warms the 
hearts of others, relieves their burdens and makes them feel valuable. In my 
capacity as a leader, I strive to always be kind to my colleagues. Just as our 
faces differ, our needs also differ. Recently, a teacher in my Department was 
struggling with the new assessment forms. Humbly, I slowly but surely led her 
through the process, showing her what was expected of her. I left her classroom 
with a smile on my face. I felt good about guiding this teacher in the right 
direction and appreciated her words of appreciation. I believe that if you are 
kind to others, you will receive kindness in return. Kindness given, is kindness 
received (Dyer, 2004:45). 
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The above-mentioned values guide my decisions and the way in which I live my 
life. They become my ‘living values of judgement’ (Whitehead 1989:41). I hold 
these values up as standards by which I judge my actions as a leader at school. 
When my values are denied in my practice, when I do not live them out, I 
become a living contradiction (McNiff & Whitehead, 2006:47; Whitehead, 1989). 
 
2.10 CONCLUSION 
 
This chapter focused on my personal and educational values and how important 
these values are to me, as they guide me in my career on a daily basis. In the 
next chapter, I shall explore the theoretical background to my chosen 
methodology of action research.  
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CHAPTER THREE 
 
 
RESEARCH DESIGN 
 
 
 
One of the most courageous things you can do is identify yourself, know 
who you are, what you believe in, and where you want to go. 
(Sheila Murray Bethel) 
 
 
3.1 INTRODUCTION 
 
In this chapter, I shall explain and describe in detail the research tradition, 
design and methodology on which my study is based. The focus will be on the 
epistemological grounds on which claims to knowledge are based. The 
methodological considerations underpinning and the reasons for choosing 
action research as the preferred methodology will be examined. I shall then 
present my understanding of action research, focusing on issues of access, 
ethics and validation.  
 
3.2 RESEARCH APPROACH 
 
Based on my values, as described in the previous chapter, I have chosen to 
adopt a practitioner self-enquiry, values-based action research approach in this 
study (McNiff & Whitehead, 2006:8). I am investigating my own practice as 
Head of Department at a particular school in the Nelson Mandela Bay area, with 
specific reference to my research question: “How can I facilitate the 
improvement of teacher morale among the teachers in the Foundation Phase 
Department?” The emphasis is on finding ways to improve my own practice as 
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a leader, while working together with the teachers to help them find ways to 
interrogate their own practice and improve their own morale. I hope to influence 
the teachers I work with by sharing my research findings with them. I believe 
that our attitudes create the results we see in our lives. I am approaching this 
research from the viewpoint that each person is a unique human being and has 
the potential to change for the better, but that change must come from within to 
be of a lasting nature. Rogers (1961), cited by Compton (2005:159), is of the 
opinion that people usually grow towards their full psychological potential when 
they are surrounded by people who are empathetic, sincere, genuine and 
accepting and give unconditional love. I therefore hope to create such an 
environment for the teachers in my Department. Rogers (1961) further implies 
that one has to be in control and in touch with oneself and one’s feelings so that 
one does not become overwhelmed by one’s emotions. I will work with the 
teachers in my Department to facilitate them to do this. I will help them realize 
their intrinsic need for self-actualisation (Rogers, 1961), while striving to 
improve my own practice and fulfil my own potential. 
 
In this study, action research will therefore start with me as the researcher 
working together with my team of ten teachers, defining and identifying our 
concerns and together looking for ways to improve our situations. By each of us 
taking individual responsibility for our own practice, we will have a reciprocally 
positive influence on each other. By facilitating my colleagues through a 
process to answer the questions “How can I improve my practice?” and 
specifically “How can I feel better about being a teacher and teaching?”, I hope 
to have a positive influence on their self-efficacy beliefs and consequently their 
overall morale. As Dean (2002:55) states, “Action research should lead to 
teachers asking questions about how to improve the quality of our teaching.”  
 
I believe that each teacher must take full responsibility for his/her actions and 
that personal growth and well-being is also the responsibility of the individual. I 
entered the teaching profession because of a deep commitment to the well-
being of others. This drives me to want to make a difference. In this regard, 
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Davis and Wilson (2000:350) contend that teachers need to establish within the 
organisation ”a new ethic of shared responsibilities to help build an 
infrastructure that facilitates each employee’s ability to handle responsibilities”. 
 
According to McNiff and Whitehead (2006:7), action research of the value-
based practitioner self-enquiry genre has become increasingly popular around 
the world as a form of professional learning and has become specifically well 
developed in teaching, as confirmed by numerous master’s and doctoral studies 
(Hurfords, 2008; Mounter, 2006; Kelly, 2005). Since it is value based, it requires 
teachers to investigate their own practice to find ways of living out their values 
more fully. This section will rely heavily on the works of the authors McNiff and 
Whitehead, since this approach is relatively new and they have conducted 
pioneering work in this field. I believe in the value of developing people, 
because my commitment to people development will ensure my ongoing growth 
at school. Teachers form an integral part of the school system. We as teachers 
are in constant contact with the environment and other roleplayers that form 
part of the school system. We are linked together and mutually dependent. 
Environmental obstacles, such as those that we are facing at our 
underresourced school, impact negatively on the performance of teachers and 
contribute to the pervasive low morale.  
 
Teachers should be able to interact positively with those around them to help 
them achieve their goals and attain high levels of self-efficacy (Schunk, 
2003:160). They should be able to establish good working relationships in order 
to excel in their profession. I believe that our teachers will interact more 
positively when the concept of systemic thinking has been introduced to them. 
Systemic thinking is based on the principle that everything is interconnected. 
With this approach, there is no perfect or correct answer; mistakes or failures 
are not regarded as the fault of one or more persons, but as a fault within the 
system (Senge, 2003:1). Senge contends that this shifting of the blame from the 
teachers to the system, for which everyone is responsible, will contribute to 
stronger self-efficacy beliefs (Milner & Woolfolk Hoy, 2002:4). 
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Our teachers, realising that they form part of a larger system, can support each 
other to attain goals, which will raise their self-efficacy (Gibbs, 2003:9; Schunk, 
2003:164). Their values and reasons for choosing the teaching profession will 
be re-established, which will boost their low morale. They will work together with 
the other groups that form part of the school system, such as senior 
management, colleagues, parents and learners, to help create an environment 
that is more conducive to effective teaching and learning. Senge (1990:4) 
explains that organisations that will truly prosper in future will be those that 
discover how to tap people’s commitment and potential to learn at all levels in 
the organisation. Everyone should be prepared to evaluate their own practice, in 
relation to what they are doing with other people. Based on these theories and 
my own values, I have therefore chosen action research as the most suitable 
approach to improve my own practice and influence improvement in the practice 
of my colleagues. 
 
In contrast to the traditional social sciences approach, action research 
considers teachers as capable of generating personal theories of education 
(Whitehead & McNiff, 2006:21). By asking questions such as “How do I improve 
what I am doing?” teachers come to a new understanding about their practice 
and can therefore begin to introduce improvements. These new insights can be 
written up and shared with colleagues, who may be able to learn from them. 
Theory is therefore no longer the exclusive domain of the traditional 
“researcher” – each and every teacher becomes a researcher and a creator of 
new educational knowledge, and takes the responsibility for doing so.  
 
3.2.1 Theoretical underpinnings of action research 
 
Whitehead and McNiff (2006:23) describe epistemology as a theory of 
knowledge consisting of two parts: namely a theory of knowledge referring to 
‘what is known’, and a theory of knowledge acquisition referring to ‘how it 
comes to be known’. Action research is based on the assumption that 
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individuals are capable of creating their own knowledge as they critically reflect 
on their practice, in interaction with others. By creating my own “living theory” 
(Whitehead, 1989:41), I shall not only develop ownership of my practice, but 
also influence my colleagues to conduct their own critiques and develop their 
own living theories. In creating my own living theory about thinking and learning, 
I shall extend the boundaries of my own learning about certain aspects of my 
teaching and become able to more fully live out my educational values. I believe 
that I have the ability to influence my fellow teachers to bring about change in 
our school, by bringing about positive change in them. I know that this can be 
accomplished, because I have experienced it myself, as explained in Chapter 
One. Success in small projects has encouraged me to become enthusiastic 
about seeking out more challenges and setting more ambitious goals for myself. 
 
Since this genre of action research differs considerably from the traditional view 
of education research, in that it focuses on the “I” as the central unit of 
investigation, it calls for a new type of research approach. Schön (1995:27) 
states that if we intend to pursue these ‘new forms of scholarship’, we need to 
develop new epistemologies that are more suited to this type of enquiry.  
 
From an epistemological point of view, action research proceeds from the 
premise that knowledge is not a fixed, definitive body. Knowledge creation is 
rather a developmental process. Those who live in specific circumstances are 
the best creators of their knowledge. As an educator I must respect their 
“knowledge of lived experience” (Freire, 1994:26). 
 
In the more traditional approaches to research, the researcher distances him-/ 
herself from the study and adopts an outsider approach. In empirical, positivistic 
studies, the emphasis is on determining cause-and-effect relationships, and 
results are generated through objective data analysis. The interpretive 
researcher acknowledges the importance of understanding the participants’ 
views of their own reality, but the explanation of the significance of this is 
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ultimately based on the researcher’s interpretation of their reality (Mc Niff & 
Whitehead, 2006:40).  
 
Chomsky (2000) coined the term “E-theories” to describe the outcomes of 
research approaches that place the researcher in an “outsider” role. “E-theories” 
lead to knowledge created by someone external to the research. Because I 
believe that everyone is capable of thinking for him- or herself and that the 
individual is in the best position to know what will work best in his/her world, 
these approaches are not acceptable to me. 
 
Critical theory, on the other hand, is based on the premise that people create 
their own social realities and can therefore deconstruct and reconstruct them 
(McNiff & Whitehead, 2006:41). The status quo of social situations needs to be 
critiqued in terms of what has contributed to its existence. Critical theorists claim 
that research (and researchers) is never neutral – research is conducted for a 
specific purpose, often associated with issues of power and control. While 
action research has developed out of critical theory, it takes it one step further 
(McNiff & Whitehead, 2006:41). Action research does not seek only to 
understand and critique a situation, but its purpose is also social action, to 
improve a given situation. 
 
However, action researchers do not believe that one can impose change on 
other people – thus the “I” becomes the centre of the research. By holding 
ourselves accountable for our learning and our influence on the learning of 
those with whom we come into interaction, we bring about positive change in 
ourselves and our own practices and hopefully also influence the learning of 
other social formations. 
 
For example, I value the importance of being enthusiastic and motivated, 
especially at my workplace, where I am in daily contact with my colleagues. In 
holding myself accountable for adopting a positive attitude towards my work, I 
believe that I influence others to do the same. Compton (2005:220) suggests 
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that people who display a positive attitude are often described as more 
enthusiastic, more energetic and more passionate about their work. Being 
positive at work can enhance and promote both personal fulfilment and worker 
productivity. This will enhance both problem solving and decision making. A 
positive attitude could increase positive behaviour in the workplace, such as 
helping others and being generous and empathetic towards others. Teachers 
who experience more positive emotions at work generally contribute more to 
organisational effectiveness. When people are in a good mood, they are 
generally more sociable, less aggressive and better able to recall positive 
information (Compton, 2005:220). 
 
McNiff and Whitehead (2006:25-35) summarise action research and its 
underlying assumptions as follows: 
 
• Ontological assumptions: Action researchers attempt to live in a way that 
is consistent with their values. These values relate to the need to see 
oneself in relation with others, and to how inclusion and relational 
practices can strengthen those relationships. In my working relationship 
with my colleagues, I strive to live according to the values I hold dear. I 
try to transform my values and commitments into pedagogical practices 
so as to influence my colleagues and demonstrate to them the 
importance of independent thinking. As a leader teacher, it is imperative 
that I build healthy relationships with my colleagues. The low morale 
prevalent amongst teachers is a barrier to them reaching their full 
potential. I have a vision for my school and I know that I have the 
potential to motivate, inspire and provide my colleagues with a sense of 
direction. I believe that I can influence my colleagues to work to the best 
of their abilities and convince them to perform beyond the call of duty. 
Furthermore, as a leader teacher, I would like to encourage independent 
thinking and innovative ways of doing things (Homrig, 2001:1). 
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As a leader teacher, it is also my responsibility to establish an 
environment that not only motivates my fellow teachers, but also helps 
them to rebuild and maintain a positive morale. I also believe that it is my 
task to motivate my fellow teachers to take pride and be confident in their 
work. I need to establish positive relationships with them to develop 
groups that will work collaboratively in making decisions, inspiring and 
guiding the school, and initiating innovations for the organisation (Davis 
& Wilson, 2000:350). 
 
• Epistemological assumptions: Knowledge creation is a continual process, 
and there is no one final truth (McNiff & Whitehead, 2006:7). Processes 
of knowledge creation involve social processes, implying that all answers 
should be regarded as provisional and subject to social critique. I, 
together with my colleagues, am embarking on a journey of knowledge 
creation. While every person is responsible for his or her own growth, we 
shall positively influence each other by sharing in the experience. By 
undertaking this process of self-enquiry, we can influence our 
professional learning through the improvement of our morale. By 
examining my own practice as a leader, I shall be able to identify areas 
that need to change in order for me to live out my values. By so doing, I 
shall influence the teachers I am working with to do the same. Together, 
we shall create our own theories to create a positive school climate. As 
Davis and Wilson (2000:350) point out, such a climate will encourage 
teachers to intrinsically motivate themselves and will result in them 
becoming more committed, involved and focused on their job. 
 
• Methodological assumptions: Action research is conducted by 
practitioners who perceive themselves as agents of positive social 
change, regardless of their social and institutional contexts. Their 
methodologies are open-ended and developmental as they ask how they 
can learn to improve their respective social practices. I believe that with 
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the help of my colleagues, we can bring about change at our school, in 
spite of the daunting environmental challenges. By identifying our values 
and trying to live according to them, we shall accept responsibility for our 
own growth and shall, in the process, influence each other positively. 
 
• Assumptions underpinning the social purpose of action research: Action 
research is undertaken in order to bring about positive social change. 
Society would be characterised by a higher level of social justice if each 
member reflected on what he/she was doing and held him-/herself 
responsible for his/her own thinking and actions. I believe that by 
reflecting on our learning, we will bring about positive change at the 
school. I firmly believe that every teacher is capable of thinking for him-/ 
herself and will be able to enhance his or her low morale. The focus in 
action research, therefore, is on practical social improvement, more than 
on discovering theories or scientific laws (Lewin, 1946). Action research 
is a self-reflective quest to try and discover ways in which one we can 
more fully live out one’s values. These values then become “living 
standards of judgement” (Whitehead, 1989:41) by which the validity of 
claims to knowledge can be judged.  
 
3.3 METHODOLOGY 
 
3.3.1 Process of action research 
 
McNiff and Whitehead (2006:9) suggest that there are five steps in the action 
research process: observe; reflect; act; evaluate; and modify. I shall evaluate 
the extent of my influence on the morale of my fellow teachers by gathering 
evidence to show the impact that my interventions have had, as I follow the 
cycles of action research. I made use of four steps in my study to form my cycle 
of action research, as outlined below, which will also be explained through my 
narrative in the next chapter: 
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• Problem identification 
 
I observed a problem at my school: the low morale of the teachers in my 
Department. This was a concern for me, as the situation transgressed my 
educational values and negatively impacted on the quality of education in the 
school, as well as the holistic wellbeing of the teachers. In that stage, I gathered 
evidence to support my concern. 
 
• Reflection 
 
My teachers and I reflected on the problem of our low morale and considered 
various ways to improve it. We chose one or two suitable options for 
implementation. Simultaneously, I reflected on my practices as an HOD and 
“leader” of that team, and used the insights garnered from these reflections to 
improve my practices and introduce new and better ways of leading the team. 
 
• Action and evaluation 
 
As a team, we implemented specific actions to ameliorate the situation. We 
gathered data to serve as evidence of change. By gathering data, evidence was 
generated to support our claims that we knew what we were doing and why we 
were doing it. Regular feedback was given, and we reflected on our findings to 
determine if we should move to the next step or find an alternative way of 
improving the situation. I followed the same process in respect of my leadership 
practices. 
 
• Modification of practices 
 
Upon evaluation, we determined how we would modify our practice in the future 
in the light of what we had learnt. At that stage, we wrote up and disseminated 
our respective “living theories” to contribute to knowledge creation. The validity 
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of that knowledge was tested through critical feedback to others and by 
comparing it to our stated values.  
 
FIGURE 1.3: ACTION RESEARCH INTERACTING SPIRAL 
 
 
 
(Stringer, 1996:17)  
 
3.3.2 Data gathering at observation and implementation stages 
 
According to McNiff and Whitehead (2006:138), data gathering involves several 
processes: knowing where and when to look for data; observing what is going 
on; recording; sorting and storing data; and knowing how to retrieve it later. 
Leedy and Ormrod (2001:158) warn that data gathering usually requires a great 
deal of time. The researcher should record the data thoroughly, accurately and 
systematically by using field notes, audiotapes and photographs. The 
participants must be willing to participate, and any data gathered should be 
treated as highly confidential. 
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There are several ways in which data can be gathered in action research. Both 
qualitative and quantitative data-gathering tools can be used, depending on 
what evidence one wishes to generate. Some of the methods I made use of in 
this study were: 
 
• Field notes: These were the notes taken by myself and the participants 
as the study progressed. The teachers expressed their feelings and 
thoughts in a systematic way. These personal journals became a rich 
source of data, as in-depth records to personal action and reflections on 
the action and learning gleaned from the reflections. Informal discussions 
with colleagues were recorded as field notes (McNiff & Whitehead, 
2006:139). 
 
• Observations: According to Stringer (2004:80), observation is open-
ended. The researcher notes specific types of behaviour, acts and 
events that occur. When I commenced this study, I closely observed my 
colleagues’ behaviour and noted it in a journal. It was extremely 
important that I validate the occurrences with specific dates. These 
observations were noted on a daily basis. 
 
• Visual methodologies: Video recordings and photographs can be used to 
capture instances of improved teacher morale (McNiff & Whitehead, 
2006:144). Video recordings were made of our Teachers’ Day, our 
Birthday Club celebrations and also our Team-Building event. 
Photographs were taken with a digital camera. The teachers also made 
drawings to reveal their perceptions of their low morale, how they felt 
before, and how their morale had improved. It is the viewpoint of De 
Lange and Stuart, in Wood (2008:132-133), that drawings are a powerful 
technique for eliciting opinions and beliefs. Evidence of this is included in 
Chapter Four. 
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I made use of the above data gathering techniques at the school (research site) 
and, as a team, we reported back on a regular basis. McNiff and Whitehead 
(2006:132) suggest that as events occur, data about learning should be 
gathered. To make practical decisions, we have to reflect on action, and this 
requires that we record the events as they happen, by means of reflections. All 
the data gathered for the purpose of this study will be kept in a safe place, so 
that I can refer back and retrieve any information.  
 
3.3.3 Conversion of data to evidence 
 
In action research, data is gathered in order to turn it into evidence for claims to 
knowledge made by the researcher (McNiff & Whitehead, 2006:148). 
Depending on the data-gathering tools employed, I used appropriate 
methodology to analyse it, following documented and accepted techniques such 
as coding and textual analysis. McNiff and Whitehead (2006:81) emphasise that 
it is useful to sort data into categories; in this study, data can be categorised as 
data that shows my learning, and data that shows the learning of others. Only 
data that is valuable in supporting my claims to knowledge was selected, 
because it was either good examples that illustrated my claim, or because it 
provided evidence of improvements in my practice and therefore substantiate 
any claims I may make to have “found a better way”. 
 
As described by McNiff and Whitehead (2006:148), the process of generating 
evidence comprises four steps: 
 
1. Making a claim to knowledge, e.g. “I have found a way of increasing 
teacher morale that seems to work well.” 
 
2. Deciding which criteria and standards of judgment you will use against 
which to validate your claim. Criteria refer to actions that one took or 
results that have been achieved (the “what”), e.g. “Teachers come to 
work on time each day and stay behind for extramural activities”, 
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whereas standards of judgement refer to our explanation of how things 
were done and why the outcome is regarded as valuable. Standards of 
judgement are based on the values that we espouse and guide our 
practice. 
 
3. Choosing which data to use. Data should be selected that provides 
“proof” that things have changed. You will primarily search for evidence 
that portray your values in action. 
 
4. Using the selected data to generate evidence. Evidence is based on the 
explanation why you regard this data as a good example of how you 
lived out your values and influenced others. This process turns 
ontological values into epistemological standards of judgement. 
 
These processes will be explained in more depth in the study. 
 
3.3.4 Validation process 
 
Validity is as important a concept in action research as it is in more traditional 
forms of scholarship. Validity refers to the truth value, or trustworthiness, of any 
claims to knowledge (Whitehead & McNiff, 2006:97). According to these 
authors, the process of establishing validity comprises the following steps: 
 
• Establishing the authenticity of the data gathered as evidence 
 
I followed a rigorous and systematic research process, using established 
guidelines for qualitative and quantitative data-gathering and analysis methods. 
Lincoln and Guba’s model was applied to ensure trustworthiness and 
authenticity (Creswell, 2005:252; Lincoln & Guba, 1985:219). In terms of this 
model, trustworthiness is established by the following criteria: credibility (to 
ensure the truth value of the findings); transferability (to ensure the applicability 
of the findings); dependability (to ensure the consistency of the findings); and 
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confirmability (to ensure the criterion of neutrality). I established the 
trustworthiness of this study through the following measures (Leedy & Ormrod, 
2001:106; Lincoln & Guba, 1985:219): 
 
• an in-depth and clear explanation of the research process; 
• keeping all field notes and other data safe and accessible; 
• audio-taping all interviews; 
• triangulation of data-gathering methods; 
• checking claims against literature; 
• exposing my claims to regular critical feedback from my validation group; 
• triangulation of data analysis; 
• a rich ‘thick’ description was used to describe the situation so that 
readers can draw their own conclusions. 
• explaining the standards of judgement used and comparing any claims to 
them. 
 
I made use of both personal and social validation. I continually checked my 
research methods and claims against my values to ensure that I remained true 
to them, and I also invited the reader and a critical validation group to judge any 
claims I made against these standards. My validation group consisted of three 
teachers from the teaching staff who were not involved in the research (the 
Deputy Principal of the relevant school and two colleagues), with whom I had 
regular meetings to reflect on the study. I also made use of a group of fellow 
M.Ed. students. Both groups met on a regular basis to give honest and critical 
feedback, which encouraged me in my study. Recorded minutes of these 
meetings were kept to help me reflect on their feedback and make the 
necessary adjustments. 
 
My validation group were also asked to apply Habermas’s (1987:2-3) social 
standards for judging any claims made in my account, by asking themselves: 
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 Can my account be easily understood and does it make sense in this 
context? 
 
 Does it appear truthful and sincere? 
 
 Is it appropriate for the purpose of this study? 
 
3.4 ETHICAL CONSIDERATIONS 
 
Part of an ethical approach in action research involves getting permission from 
the relevant authorities to undertake a study. I wrote a letter seeking permission 
for the proposed research from the Department of Education and presented it to 
my principal and the Educational District Officer. Three weeks subsequent to 
the writing of the letter, permission was received from the Department of 
Education. During that time, the principal and the participants (teachers in the 
Foundation Phase) each received a letter from me. The participants completed 
and signed the reply slip provided at the bottom of the letter. I also obtained the 
necessary ethical clearance from the Ethics Committee of the Nelson Mandela 
Metropolitan University. These documents are attached as Appendices A, B, C, 
D and E. 
 
According to Stringer (2004:53), sound ethics and sound methodology go hand 
in hand. I treated all information acquired in the course of this study as highly 
confidential. Aligned with confidentiality, I stored all the gathered data and 
information in a secured place, and no recorded information was shared with 
others without the participants’ permission. All the participants were informed of 
the nature of the study and formal consent was obtained from them, indicating 
that their participation was voluntary (Stringer, 2004:54). 
 
Because my research was carried out in real-world circumstances and involved 
people, I had to pay close attention to ethics (McNiff & Whitehead, 2006:86; 
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O’Brien, 1998:11). It is the viewpoint of McNiff and Whitehead (2006:86) that 
ethical consideration involves three aspects, namely: 
 
• Negotiating and securing access 
• Protecting your participants 
• Ensuring good faith 
 
Before I embarked on my study, I needed to gain permission from my 
participants (teachers), the Department of Education, the principal of our school 
as well as the Nelson Mandela Metropolitan University (Creswell & Plano Clark, 
2007:113). In qualitative research, it is important to obtain consent and to 
protect the confidentiality of the research participants, no matter what data 
collection techniques are used. All participants have basic rights, therefore it is 
crucial that their rights and interests are protected (Creswell & Plano Clark, 
2007:113; Mouton, 2001:243, 245). 
 
As I continue, I closely followed the abovementioned steps and I assured my 
participants of their anonymity. I started off by explaining the nature and 
purpose of the proposed research to the teachers in the Foundation Phase and 
received consent from them that they would serve as participants in the study. I 
formally sought permission (in writing). At the bottom of the letter, a tear-off slip 
was printed as consent form. 
 
A copy of a permission letter is attached as Appendix F. It was important that I 
establish a reputation of integrity and protect it and that my participants knew 
that I was to be trusted.  Before I could continue with my research, I had to gain 
ethical clearance from the Nelson Mandela Metropolitan University. I completed 
a form on-line and e-mailed that to the Secretary of the Ethics Committee. 
Obtaining permission from the Ethics Committee involved filing an application, 
presenting information about the level of risk and harm and guaranteeing that 
participants’ rights would be protected (Creswell & Plano Clark, 2007:113). 
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We initially had nine teachers in our Department, but at the end of 2007, two of 
the teachers left on retirement. I continued to work with the remaining seven 
teachers, including myself. My colleagues were all females in the Foundation 
Phase (three taught Grade 1; three taught Grade 2 (including myself). and three 
taught Grade 3). While we are all qualified teachers with four years of formal 
training, four of these teachers are in the process of acquiring advanced 
qualifications in education. Our ages vary from 26 to 46 years of age. Two of 
the teachers in the Foundation Phase already have twenty years of teaching 
experience. 
 
3.5 CONCLUSION 
 
In this chapter, I presented the research tradition, design and methodology on 
which my study is based. I also outlined my choice of paradigm for this study 
and discussed the reasons for choosing action research as a preferred 
methodology. In the next chapter, my options for action and the interventions 
that I chose, based on my theoretical knowledge and my values, will be 
examined. 
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CHAPTER FOUR 
 
 
DATA COLLECTION 
 
 
 
Most of the important things in the world have been accomplished by 
people who have kept on trying when there seemed to be no hope at 
all. 
(Dale Carnegie) 
 
 
4.1 INTRODUCTION 
 
In this chapter, I present a narrative of how I systematically set out to assist the 
teachers in my Department in building their self-efficacy beliefs (Bandura, 1997) 
as an important step in boosting their morale (Mackenzie, 2007:92). Following 
the steps of the action research process (McNiff & Whitehead, 2006:9), having 
identified the problem of low morale among the teachers in my Department, I 
explain the deliberate interventions I executed in my ongoing attempts to create 
a more positive climate in the Foundation Phase Department. I present the data 
and explain how I interpreted this to inform my learning, incorporating the new 
epistemology into my further action to improve my ontologically based practice. 
I offer evidence of the positive influence my actions has had on the self-efficacy 
beliefs of the teachers and how this in turn has helped to boost morale in the 
Department. In presenting my evidence, I show how my actions have helped 
me to develop my living theory surrounding my research question, while living 
out my epistemological and ontological values. 
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At the outset of this study, I felt a deep concern about the low morale among 
teachers at my school. I observed that many teachers had become demotivated 
and had lost their passion for teaching. That teachers experienced feelings of 
low self-esteem, had become despondent and displayed a lack of confidence, 
was evident to me as a leader in the Department. I became concerned that the 
negative attitude of the teachers would negatively affect their teaching and, in 
turn, their learners (Yoon, 2002:485; Czubaj, 1996:372). This negativity 
contradicted my ontological values of caring, respect, responsibility, trust, 
perseverance and being kind to others. In order to be true to my inherent 
values, I felt compelled to do something to improve the situation and answer my 
research question, which is: 
 
How can I facilitate the improvement of teacher morale among the 
teachers in the Foundation Phase Department? 
 
In order to answer this question, I needed to initiate action. This process 
required that I start with myself first. If I intended to become an agent of change, 
transformation needed to originate with myself. I needed to ensure that I could 
attain a high degree of morale myself to be a credible role model to others. 
 
Over the years I learnt that whenever I was successful in reaching a goal, 
particularly when I had overcome some obstacles to do so, I felt better about 
myself. Goal attainment increased my confidence and therefore motivated me 
to set even higher goals. I reasoned that if I could help my fellow-teachers to 
think more positively about themselves, they, too, would become more 
motivated and confident. Hopefully, this would result in the elevation of the 
overall morale of the Department. 
 
However, in keeping with action research methodology (McNiff & Whitehead, 
2006:41), I could not simply randomly try out actions to see whether they 
worked or not. I needed some theory to guide me. On researching the existing 
literature, I discovered the self-efficacy theory as espoused by Bandura (1997) 
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and the development thereof by Gibbs (2003:3) and Wood and Olivier (2008). 
This theory resonated with me, since I had developed my own self-efficacy 
beliefs and had reaped the benefits thereof in that I have managed to remain 
positive and motivated even when circumstances were not ideal. The self-
efficacy theory seemed to be eminently suited to helping the teachers take 
control of their own teaching and become motivated to set goals in order to 
improve their own circumstances. 
 
Self-efficacy in teachers can be described as ‘the teacher’s belief in his or her 
capability to organise and execute a course of action required to successfully 
accomplish a specific teaching task in a particular context’ (Tschannen-Moran, 
Woolfolk Hoy & Hoy, 1998:23). Realising that the disadvantaged environment in 
which my colleagues and I had to teach, could be rather challenging, I chose 
the self-efficacy theory as a framework to underpin my study. Bandura (1997), 
supported by Wood and Olivier (2008), strengthened my conviction that the self-
efficacy theory would be the most appropriate choice for this study. Wood and 
Olivier (2008) model, introduced to develop the self-efficacy of teachers within 
disadvantaged environments, proposes that teachers be assisted in developing 
their own life skills, a more internal locus of control and in fostering better social 
interactions. This model also proposes that self-reflection facilitates the 
development of the three afore- mentioned criteria. These criteria, according to 
Ryff and Singer (in Aspinwall and Staudinger, 2003:277-279), are the 
foundations on which an individual’s psychological wellbeing is built and will 
promote teacher morale. It is for this reason that I have chosen the self-efficacy 
theory within which to situate my own investigation. Working according to the 
principles of the self-efficacy theory (Bandura, 1997) I therefore aimed to help 
the teachers develop positive self-beliefs by creating space and opportunity for 
them to self-reflect on their professional and personal interaction, to learn how 
to communicate effectively with others; and to take responsibility for developing 
their own morale (Wood & Olivier, 2008). I would influence such development 
through the creation of mastery experiences and through developing 
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opportunities for vicarious learning to take place by creating a positive 
emotional climate through feedback and encouragement. 
 
However, in order to do this effectively, I needed to determine whether this 
theory reflected the values that guided my own actions. This endeavour led me 
to reflect on my epistemological and ontological values.  
 
4.2 MY EPISTEMOLOGICAL AND ONTOLOGICAL VALUES 
 
After reflecting on my own ontological beliefs, I came to the conclusion that the 
self-efficacy theory was also in line with the values that guided me. I believe that 
teachers are capable of taking action for themselves and creating their own 
knowledge that is best for them in their situation. Bearing this fact in mind, I did 
not wish to impose change on them, but rather model to them how their own 
self-efficacy may be increased. We need others to help, guide and support us. 
We learn from each other every day. I believe that good relationships are much 
more than just the proverbial icing on the cake; but the cake itself – the very 
substance we need to live a long and fulfilling life. Ryff and Singer, in Apinwall 
and Studinger (2003:277-279), view positive relations with others and having 
close, valued connections with significant others as one of the six dimensions of 
psychological wellbeing, promoting teacher morale. Working from a Positive 
Psychology basis (Diener, Lucas & Oishi, 2005) to improve teacher morale, I 
started to focus on my colleagues’ strengths rather than on their deficits in order 
to help them realise their full potential. I thus adopted an asset-based approach 
(Ebersöhn & Eloff, 2003), with the aim of developing the strengths of my fellow 
teachers to ultimately enhance their psychological wellbeing, which would 
hopefully result in a raised morale. I have chosen the self-efficacy theory to help 
me orchestrate this (for the reasons mentioned above). Ryff and Singer, in 
Apinwall and Studinger (2003:277-279), mention the following six dimensions of 
psychological wellbeing: 
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• Self acceptance – the capacity to see and accept one’s strengths and 
weaknesses. 
 
• Purpose in life – having goals and objectives that give life meaning 
and direction. 
 
• Personal growth – the feeling that one’s personal talents are being 
realised over time. 
 
• Positive relations with others – having close, valued connections 
with significant others. 
 
• Environmental mastery – being able to manage the demands of 
everyday life. 
 
• Autonomy – having the strength to follow one’s personal convictions 
and to make decisions for oneself. 
 
By helping teachers to establish positive relations with others through 
interventions such as the Birthday Club and the team-building exercise, I 
influenced the development of their morale and could simultaneously live out 
my values. By helping my colleagues to develop interpersonal and intrapersonal 
skills, for example through the flower arrangement demonstration and 
encouragement to further their studies, I provided a positive enabling system 
that helped them overcome the adversity associated with an underresourced 
school (Werner in Schonkoll and Meisels, 2000:125). My caring attitude, which 
stems from my spiritual beliefs, enabled me to help my colleagues cope 
spiritually (through prayer sessions and conversations). This enhanced their 
well-being (Folkman & Moskowitz, 2004:759) and provided solace in difficult 
times. The value I attach to caring, respect, responsibility, trust, perseverance 
and kindness also prompted me to foster hope, which led to an increase in the 
teachers’ personal wellbeing (Herth, 1990). I managed this by praising my 
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colleagues if they achieved the attainable goals we had set in our Department; 
fostering interpersonal connectedness; and having a spiritual base in my daily 
interaction. By helping my colleagues to experience contentment, joy, interest 
and love in what they were doing, I contributed to their psychological wellbeing 
(Fredrickson, 2001:220). This served to raise their morale. 
 
4.3 HOW I SEE MYSELF AS A LEADER  
 
Having established my epistemological and ontological values, the next step 
required of me before I could become an agent of change, was to do some 
introspection. For me, it was a very important part of this study. I needed to 
reassess my own practice before I could influence my fellow teachers positively 
to improve their morale. It is crucial that each one of us takes full responsibility 
for our actions. I also believe that if one fully commits oneself, one can make a 
difference in the lives of many people that cross one’s path.  
 
Therefore, as a leader in the Department, I had to ‘practise what I preach’. I 
strived to guide and help my fellow teachers attain their goals. A committed 
leader implies that one has greater capacities in accomplishing one’s goals, 
which will in turn result in greater productivity (Leithwood, Jantzi & Steinbach, 
1999:9). Leading a team means building the commitment and confidence of 
each individual as well as the team as a whole. Harris (2004:1) states that 
committed leaders who exercise and direct influence on the school will achieve 
success. These words motivated me to encourage my colleagues to remain 
committed and to promote the development of responsibility and autonomy. By 
allowing teachers to take responsibility for learning to perform new tasks, I 
created opportunities for them to develop. 
 
Sharing values will have a transformational effect on a team (Homrig, 2001:1). I 
am aware that I cannot change my fellow teachers; they must change 
themselves. I can only inspire and motivate them to follow my example and 
actions. I believe that if we share a vision and passion for what we are doing, 
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we as a team will achieve great heights. As part of my ongoing development as 
a leader, I shall learn from my interaction with teachers. This is the essence of 
transformational leadership (Hayes, 2002:95; Homrig, 2001:1; Bass & 
Steidlmeier, 1998:2; Burns, 1978:20). 
 
By engaging in a meaningful way, leaders inspire others to lead themselves, so 
that in the end everyone is united in pursuing a common goal, which in this case 
is the provision of quality education for learners at our school, which raises us to 
higher levels of motivation (Homrig, 2001:1). I also believe that the way to get 
things done is by injecting enthusiasm and energy to all that we do. As a leader, 
I briefly want to elaborate on the importance of the value of caring in my 
leadership practice as an example of how my values guide my leadership. 
 
4.3.1 Caring for my fellow man 
 
I grew up in a caring, loving environment. I was taught to be kind and treat 
people with dignity and respect. As an adult, I still treasure these values and live 
them out in my daily life. I always treat people with the dignity and respect that I 
desire for myself. This is not something that happens on a once-off basis; I live 
this value every day. For example, Teacher K’s child was to undergo an 
operation, and in the same period Teacher J’s mom became very ill. Both 
Teacher K and Teacher J form part of the Foundation Phase Department. 
Teacher H approached me and asked if we could pray together. I agreed, as I 
felt that coping spiritually enhanced wellbeing and that prayer lightened one’s 
burden, especially if a group of people pray for the same thing (Folkman & 
Moskowitz, 2004:759). We met in Teacher K’s class. This was a first experience 
of this nature for these teachers. In our Department, if we faced challenges, we 
would often resort to group prayer. The teachers in our Department met in 
Teacher K’s class to offer their prayers for the families in distress. Much 
appreciation was shown, and the Foundation Phase Department received a 
‘thank you’ card and messages of appreciation from the respective families. 
Broodryk (2006:139) confirms that ‘to live a happy life, one should be 
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complimented on achievements and receive sincere gratitude for favours done.’ 
He states that being recognised and acknowledged is one of the strongest 
positive tools inculcating self-respect in the soul of human beings. For future 
interventions, I will continue to live out being caring towards my colleagues and 
to strive to positively influence them to care for one another. 
 
The question then arose: How do I influence the teachers at my school to adopt 
a belief system that will increase their morale? I will now explain how I used the 
self-efficacy theory to guide my interventions. 
 
4.4 SELF-EFFICACY THEORY 
 
Bandura (1986:391) defines self-efficacy as the individual’s ability to examine 
alternatives and implement intentional courses of actions. Bandura (1986:391) 
further states that self-efficacy is goal orientated; self generated; involves a 
strong sense of self-belief; encompasses thoughts, behaviour and feelings in a 
social environment; and can change the actions, thoughts and feelings of the 
individual. Gibbs (2003:3) echoes that self-efficacy is the belief that individuals 
are capable of exercising personal control over their behaviour, thinking and 
emotions. It also emphasises people’s beliefs about their capabilities as strong 
predictors of their effectiveness. Gibbs (2003:3) further mentions that teachers 
who have strong self-efficacy beliefs tend to: 
 
• Be more satisfied with their jobs. 
• Demonstrate more commitment. 
• Have lower absenteeism. 
• Persist in failure situations. 
• Take more risks with the curriculum. 
• Use new teaching approaches. 
• Have more motivated learners. 
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Bandura (1997:3) advocates that this belief positively influences the hopes, 
actions, efforts, motivational levels and feelings of individuals when engaged in 
certain behaviours. 
 
When morale is high and the school environment is healthy, teachers feel good 
about themselves, each other and teaching, which in turn impacts on the 
learners and their achievements (Yong, 1999:1; Rowley, 1996:11). The 
teachers tend to put more effort into what they are doing, display more passion 
and more drive, and constantly push harder to achieve more good results, not 
only academically, but also socially and emotionally. As teachers experience 
success, this leads to the development of self-efficacy beliefs. 
 
The diagram below outlines Bandura’s (1997) suggestions for enhancing the 
development of self-efficacy beliefs.  
 
FIGURE 4:1: STRATEGIES TO INCREASE SELF-EFFICACY 
 
 
 
I will briefly explain the above diagram (Gibbs, 2003:5; Bandura, 1986:391). 
Self-efficacy beliefs are developed from four main sources of information 
(Bandura, 1997) namely: 
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• Mastery experiences 
• Vicarious experiences 
• Verbal persuasion 
• Physiological arousal 
 
Mastery experiences refer to efficacy information gained from an individual’s 
performance on a particular task. The creation of a mastery experience is 
considered to be the most powerful source of self-efficacy beliefs, as it provides 
authentic evidence of one’s performance in a given situation (Gibbs, 2003; 
Monroe, 2002:3; Bandura, 1997). It is the viewpoint of Labone (2004:343) that 
successful performance by an individual may lead to increased efficacy, while 
failure may lead to decreased efficacy. According to Bandura (1997), the 
degree to which efficacy is altered as a result of enactive experience, is 
dependent on self-schemata, task, self-monitoring and attainment trajectories. 
 
I will now briefly discuss these factors in terms of their implications for the 
development of teacher efficacy beliefs:  
 
• Self-schemata. This influences what individuals note about their own 
performance and how they interpret their own behaviour. Bandura 
(1997:82) explains that any development or change in personal 
efficacy would “require explicit compelling feedback that forcefully 
disputes the pre-existing belief in one’s capability”. As a team, it was 
important for us to receive feedback, particularly positively framed 
feedback, in relation to the attainment of goals, for enhancing self-
efficacy (Schunk, 1985). 
 
• Tasks. The difficulty of tasks also influences the processing of a 
mastery experience. Labone (2004:345) states that efficacy may be 
raised by the completion of tasks, which in turn promotes greater 
collegial interaction and observation. It was therefore important that the 
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teachers were given opportunities to engage in challenging but doable 
tasks. 
 
• Self-monitoring. Self-monitoring and the reconstruction of enactive 
experiences may bias efficacy information by recall and interpretation 
of performance. For the development of positive efficacy beliefs, self-
monitoring must focus on the individual’s attention to and recall of 
successful experiences (Bandura, 1997). Sessions of structured self-
reflection are necessary to attain this. Sharing reflections in a group 
setting helps to enhance the collective well-being.  
 
• Attainment of trajectories. Bandura (1997) further notes the 
importance with attainment trajectories where individuals assess their 
personal efficacy by monitoring their rate and pattern of attainment. 
We as a team assessed ourselves to be continually improving in spite 
of periodic setbacks, in other words, we focused on our growth, not on 
our failures. 
 
Mastery experiences can be used to develop the inter- and intrapersonal skills 
of teachers. Experiencing success will raise mastery expectations and the 
teachers will become more confident that they will succeed in future 
endeavours. This can be explained by means of a practical example of a 
mastery experience at my school, involving a teacher in the Intermediate Phase 
who has been teaching for more than 30 years. It was her heart’s desire that the 
school buildings be renovated, since the school was last painted 17 years ago. 
This teacher has done everything in her power to leave the school in an 
excellent condition when she retires in 2010. She wrote letters of appeal to 
various institutions for assistance to get the school painted. She succeeded in 
her tireless efforts, as paint was donated. The roof is currently being cleaned, 
and the aim is to have the building painted by the end of this year (2008). This 
teacher succeeded in doing what she set out to do. The attainment of her goal 
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then became a mastery experience, which increased her belief that she could 
be successful. 
 
Vicarious learning takes place when teachers observe the performance of 
others, and also via self-modelling, in which the observer observes him-/herself 
engaging in tasks and behaviours. Labone (2004:347) comments that self-
modelling of successful performance has been found to enhance personal 
efficacy beliefs. Models that are perceived by the observer to be competent are 
more likely to positively influence the efficacy of the observer, regardless of 
perceived dissimilarities in personal attributes (Bandura, 1997). Observation of 
a colleague’s successful mastery of tasks may benefit the development of 
positive perceptions of teacher efficacy, for when a model with whom the 
observer identifies, performs well, the efficacy of the observer is enhanced 
(Milner & Woolfolk Hoy, 2002:4).  
 
My colleagues observed me being successful in my endeavours. They 
reciprocated by attempting similar efforts on their own. An example was when I 
painted my classroom. Soon afterwards, three of my fellow teachers in the 
Foundation Phase also painted theirs; I assume that the observation of my 
actions spurred them on to attain the same level of success. Self-reflection on 
one’s personal belief about vicarious learning enhanced competence and 
capability in similar situations. Our group sessions helped the teachers achieve 
this. This concept is often referred to as modelling, and it can generate 
expectations in observers that they can improve their own performance by 
learning from what they have observed. At our school’s 2007 prize-giving 
ceremony, I coached the learners of the Foundation Phase to deliver an item. 
They gave an excellent account of themselves. With this year’s (2008) prize-
giving ceremony, Teacher J decided to emulate this success and lead the 
Junior Choir, to great acclaim from the audience. 
 
Verbal persuasion is associated with the analysis of enactive mastery 
experience (Bandura, 1997). This concept may entail specific performance 
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feedback. The potency of persuasion depends on the credibility, trustworthiness 
and expertise of the persuader (Bandura, 1986, 1997). For us as a group, social 
persuasion may include positive feedback, in the form of encouragement, praise 
and achievement, which helps create a support system (Milner & Woolfolk Hoy, 
2002:4). Verbal persuasion creates a working climate that is conducive to 
continuous development in teams. We need to self-reflect to realise that we are 
growing, and where we still need to improve. This concept means to be 
persuaded that we possess capabilities and can overcome specific difficulties. 
In task attainment, verbal persuasion makes it more likely that people will 
mobilise greater effort and persist longer. People are led through suggestions 
into believing that they can cope successfully with specific tasks. Coaching, and 
giving evaluative feedback on performance, are common types of social 
persuasion. I received positive feedback from my colleagues after we had 
successfully planned and organised our 2007 and 2008 prize-giving 
ceremonies. The positive feedback the principal received, made him realise 
how important this event (prize-giving ceremony) had become, and I quote from 
my field note): “The awards ceremony is a highlight in each learner’s life and 
this will be held annually. We just have to plan ahead and make sure that 
enough funds are available”.  
 
Emotional and physiological arousal – Bandura (1997) postulates that 
physiological arousal is involved when people evaluate their emotions in given 
situations. He further implies that emotional and physiological arousal impairs or 
enhances self-efficacy beliefs and thus influences subsequent performances. 
Emotional reactions can lead to negative or positive judgements of one’s ability 
to complete tasks. Teachers’ emotions and moods are persuasive as a source 
of information that influences self-efficacy judgements (Gibbs, 2003:6). 
Negative feelings, moods, anxiety and depression are likely to have a negative 
effect on self-efficacy, in that the teacher is less likely to believe she/he is 
capable of making a difference in challenging situations. In all my interventions I 
therefore consciously strive to keep a positive emotional climate in my 
department. 
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In my search for theory to guide my actions to increase self efficacy, I 
discovered a useful model, as described in the following section. 
 
4.5 MODEL TO INCREASE SELF-EFFICACY  
 
According to Wood and Olivier (2008:193), the development of self-efficacy in 
teachers is aided by four interdependent processes, namely the development of 
personal growth; an internal locus of control; improved interaction with the 
environment; and a capacity for reflective practice. These authors propose a 
model that I decided to use as a guideline for my interventions with the 
teachers, since it would help me to systematically influence the development of 
self-efficacy in teachers. As the teachers are assisted in growing on affective, 
cognitive and behavioural levels, this also promotes the development of a more 
internal locus of control (Grantz, 1999:1; Hungerford & Volk, 1990:8), making 
the teachers  believe in their ability to influence events and attain desired goals. 
As their interpersonal skills improve, interaction with the social environment will 
also improve as they become able to form mutually rewarding relationships and 
mobilise resources to reach their goals. The development of these 
characteristics should influence a positive change in attitude, performance, 
culture and roles, making the teachers more effective in dealing with negative 
environmental conditions. A vital part of this process is the continual self-
reflection by the individual teacher on his/her attitude, skills and values, to 
ensure that he or she will learn from his/her experiences. This allows even 
“failures” and “mistakes” to become learning experiences rather than obstacles 
to goal attainment (see Table 4.1). 
 
I shall now briefly explain the model linked with self-efficacy theory under the 
following headings, namely intrinsic growth; internal locus of control; interaction 
with the environment; and reflective practice. I shall also link this model to the 
interventions I initiated to raise the morale of the teachers at my school. 
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TABLE 4.1: MODEL TO DEVELOP SELF-EFFICACY IN TEACHERS 
 
TEACHERS WITH LOW SELF-EFFICACY  
       
Facilitated to develop:  
Criterion Process Outcome  
Intrinsic growth 
  
  
  
Acquisition of personal life 
skills and self-knowledge 
  
  
Realisation of potential 
and high level of 
personal functioning on 
behavioural, cognitive 
and affective levels 
 
 
 
 
 
Internal locus of control 
 
Development of belief in 
personal power and ability to 
influence events and attain 
desired outcomes 
  
Confidence in ability to 
handle problems and 
persistence towards 
goal attainment in 
adverse environmental 
circumstances 
 
 
 
 
 
 
Interaction with 
environment 
  
Formation of relationships and 
utilisation of physical resources 
Support for goal 
attainment in 
collaborative 
environment 
 
 
 
   
  REFLECTIVE PRACTICE    
Continual, conscious processing of own experiences, thoughts, feelings and  
attitudes and subsequent adaptation of these to reach desired end condition  
       
Ongoing, self-sustained development of these criteria results in:  
  
 
   
     
     
TEACHERS WITH HIGH SELF-EFFICACY  
       
 
Wood (2004:183) 
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4.5.1 Intrinsic growth 
 
Wood (2004:212) contends that the aim behind intrinsic growth is to improve the 
personal life skills and self-knowledge of teachers. If teachers have improved 
life skills, they will be better able to overcome environmental obstacles to 
teaching. According to Mok (2002:16), this will increase their sense of 
motivation and enthusiasm, and thus result in a positive approach to teaching. If 
teachers grow intrinsically, they will become role models for their learners to 
develop life skills. 
 
Intrinsic growth is the process in which the professional, personal and social 
growth of a person is influenced by the environment in which it occurs. As the 
teachers develop a healthy self-concept, together with improved life skills, they 
will experience more positive thoughts and feelings and will therefore function 
more effectively, both on personal and professional levels. 
 
Wood (2004:213) further states that intrinsic growth should be facilitated on 
three levels, namely cognition, affect and behaviour, which involves an analysis 
of values, beliefs, motives, thought processes, feelings and personal and 
professional behaviour. Teachers should know that they are responsible for 
creating a positive and caring classroom environment, which will have a positive 
impact on the learning, behaviour, attitudes and values of those they teach 
(Wiest, 1999:264). 
 
Elias (2003:3) refers to “emotional intelligence” as a set of skills that helps us to 
work with others, learn effectively and fulfil a role in society and family life. He 
further argues that teachers must themselves possess the skills they promote in 
their learners if they are to be effective role models.  
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According to Elias (2003:3), teachers should be able to: 
 
• create a good working environment; 
• realise/Identify and manage their feelings; 
• make responsible decisions and solve problems; 
• build empathetic relationships; 
• respect others; 
• behave ethically; 
• communicate effectively and handle conflict. 
 
I believe that if we as teachers reflect on our own life skills and begin to acquire 
improved life skills, our learners will benefit from the life skills that we try to instil 
in them. It is very important that our communication as a team is open and free 
to ensure that we have a clear understanding of each other’s work. Sharing 
experiences helps to deepen feelings of competence and efficacy, since 
feedback is not judgemental or evaluative, but informative (Wood, 2004:215). 
Now that I have explained intrinsic growth, I shall explain the concept of internal 
locus of control.  
 
4.5.2 Internal locus of control 
 
Grantz (1999:1) postulates that a locus of control refers to the types of 
attributions one makes regarding successes and failures. An internal locus of 
control refers to the ability to develop personal power in order to attain desired 
goals, as opposed to an external one, where goal attainment is perceived to be 
the results of external forces. With an internal locus of control, teachers will 
have sufficient confidence to handle problems, even in difficult circumstances, 
and take full responsibility for their actions. Hungerford and Volk (1990:8) 
believe that an internal locus of control helps one to change their behaviour. 
Should teachers be faced with problems, they need to consider alternatives and 
seek solutions. People with an internal locus of control are intrinsically 
motivated. They are able to make their own decisions about what they want to 
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do and work very hard to achieve these goals (Grantz, 1999:2). It is the 
viewpoint of Hungerford and Volk (1990:19) that if one believes that action will 
make a difference to outcomes, this positive attitude will help individuals to 
reach their goals (Fazey & Fazey, 2001:346; Thielker, Kwok & Senisais, 
2001:1). Such persons would be more assertive and willing to stand up for their 
beliefs (Simons, Irwin & Drinnin, 1987:494). Henry (1981:142) states that 
teachers who have attained an internal locus of control will be able to identify 
the actions that resulted in goal attainment and thus encourage teachers to act 
more responsibly. Such teachers will be more in control, making their own 
decisions and also taking full responsibility for them. An internal locus of control 
will help teachers become more competent and confident in their everyday 
functioning. I also believe that an internal locus of control will increase the ability 
to solve problems in a professional manner. This will help teachers achieve 
better academic results. A good working relationship with colleagues and 
learners will be more likely, due to the ability to respect others’ points of view 
and to accept others as they are. 
 
4.5.3 Interaction with environment 
 
This concept explains how relationships with others, together with past 
experiences, will influence attitudes, performance, culture and roles in the 
achievement of goals. Once the teachers realise that they form part of a 
system, they will be able to identify relationships that can fully support them to 
attain their goals (Wood, 2004:219). The teachers will be able to live out their 
values in such a way that their teaching will have meaning to them. Teachers 
can involve the Management Team and the parents in their vision for the 
school. Whether the focus is on growth or building an internal locus of control, 
the teachers need to reflect on the effect their behaviour will have on the larger 
school system, and vice versa (Ellis, 2002:100). The teachers can find ways to 
connect with the parents, management, colleagues and support staff in order to 
create a positive learning environment to prepare the learners for life after 
school. The entire process focuses on developing intrinsic growth and an 
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internal locus of control in teachers to help them initiate positive interaction with 
their environment, within the framework of reflective practice. These processes 
overlap and build on each other.  
 
4.5.4 Reflective practice 
 
This concept means that teachers need to reflect on their experiences learning, 
thoughts, feelings and behaviour in response to their environment. It entails 
dealing with feelings engendered by the changes implemented. Buyse, 
Sparkman and Wesley (2003:264) and Schön (1996:4) state that reflective 
practice involves considering or thinking back on one’s own experiences in 
applying that knowledge to practice. Teachers will thereafter be aware of their 
experiences and their relations with colleagues and will therefore know what 
areas they need to improve. 
 
In essence, reflective practice is seen as a method of engaging the teachers in 
a process that increases their feelings of self-efficacy. This process will ensure 
that self-efficacy is fostered by self-reflection on the development of intrinsic 
growth, an internal locus of control, and positive interaction with the 
environment. 
 
4.6 MY JOURNEY OF LEARNING 
 
My study was undertaken over a period of two years. My decision on what I 
wanted to achieve and how I was going to achieve it was very important to me. 
When embarking on my research journey, I realised that this would not be an 
easy road to travel. At the beginning of 2007, when I enrolled at the Nelson 
Mandela Metropolitan University as an M.Ed. student, I attended a contact 
session (meeting with our supervisors and fellow students to give us support 
and guidance), One of the requirements stated, was the submission of a 
research proposal. Our contact sessions were held on a quarterly basis. We 
met as a group of students to discuss our work and receive guidance from the 
 
 
 
 
75 
faculty, where necessary. We reflected on the problems we faced and together, 
as a group, sought solutions to overcome these obstacles. I initially adopted a 
traditional research approach, but then changed to action research of the 
practitioner self-enquiry genre (McNiff & Whitehead, 2006:8), as it resonated 
with my epistemological and ontological values. 
 
This approach is a practical way of looking at one’s own work to see whether it 
is as you would like it to be. Action research is practitioner-based research 
(McNiiff & Whitehead, 2006) in terms of which one investigates  one’s practice 
as one find ways of living in the direction of one’s educational values. As the 
researcher, I was investigating my own values and did not want to focus on 
researching the teachers, only on how I could influence them to change (Schön, 
1995). This approach is an enquiry into my own practice and what we can do as 
a team to improve the situation at our school. This approach does not  apply to 
me only, but to all the teachers in the Foundation Phase. Each one of us has to 
accept responsibility for our own actions and lives. My aim is to be a better 
individual so that, collectively, our team can contribute to the formation of a 
better society (McNiff & Whitehead, 2002). 
 
 Although I found this research approach more challenging, I realised that in 
order to achieve my goals, I had to persevere. I believe that those who 
persevere are the ones who snatch victory, in other words, those who keep 
going when the going gets tough, are the ones who attain their goals. I believe I 
have the potential to do it. This statement has been echoed by Covey 
(2006:366): “Whether we are up or down, life goes on.” Therefore we, too, must 
go on and persist if we want to achieve the dreams that matter most. Giving up 
would have contradicted my values and would not have set an example to my 
colleagues. I now needed to decide which data collection techniques would be 
best suited to my study.  
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4.7 HOW I COLLECTED MY DATA 
 
4.7.1 My observation methods and field notes 
 
I gathered the data by participating in the daily life of five teachers at my school. 
I observed them to see how they behaved in certain situations (McNiff & 
Whitehead, 2006:140). I engaged in conversation with them on a regular basis 
to establish their feelings and behaviour. McKernan (1996:60) maintains that 
observation occurs when the researcher wishes to understand by engaging 
those being studied. As I observed the behaviour of the teachers, as well as my 
own behaviour, it was important to note the behaviour as the situation unfolded. 
Making use of this method, I found it appropriate for my study, as I recorded 
events  in my research journal (Ary, Jacobs, Razaviech & Sorensen, 2006:475). 
It was important to note the incidents by adding the date to situations as they 
happened (McNiff & Whitehead, 2006:139). I could check regularly how my 
study progressed as well as reflect on certain happenings and dates. 
Discussions with my colleagues and what I had observed, formed part of my 
field notes. I made brief notes during my observations and then later expanded 
on my field notes. These field notes present the data to provide an 
understanding of the research setting and the behaviour of the teachers at 
school (Ary et al. 2006:477; McKernan, 1996:94). I noted my observations, 
which were valuable sources of information. I always strived to make the field 
notes as soon as possible following my observations, while the experiences 
were still fresh in my mind. 
 
4.7.2 Personal journals 
 
A personal journal is a narrative technique to record events, thoughts and 
feelings that have importance in a personal document (McKernan, 1996:84). I 
made use of this qualitative methodology to enable a detailed investigation of 
the processes involved in reflective practice and the impact these practices had 
on the development of teacher efficacy beliefs. Efficacy information is more 
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likely to be processed positively when the teachers assess themselves to be 
continually improving on their growth (McKernan, 1996:84). We each kept a 
reflective diary in which we recorded incidents of our learning, and I also 
reflected on my qualities as a leader. I encouraged the teachers to keep a 
regular journal of their experiences and to record their feelings regularly. The 
group met on Thursdays to reflect on our learning and to identify on which areas 
of our profession we needed to focus to show improvement. Every Thursday 
after we had dismissed our classes for the day (13h30) we met in my 
classroom. On Wednesdays, I usually sent a note to remind my fellow teachers 
of our weekly meetings. My critical friend also met with us, and I served the 
teachers with some eats. I observed after our first meeting that the teachers 
were already looking forward to our next meeting. Evidence to this effect was 
provided in the journal entry of Teacher M on 18 August 2008: 
 
“Charlotte’s positive influence on our group has so impressed us that we 
decided to continue our studies next year. Although we are a bit afraid of 
the unknown, she has made us realise that the Lord is always there and 
with a positive attitude, you will reach your goals. We now inspire each 
other and know that morally and emotionally we can count on each 
other.”  
 
Some of the topics we discussed, included how we as colleagues could help 
each other to cope with our considerable workload. One teacher mentioned that 
she sometimes struggled with her assessment. Teacher M encouraged her to 
ask for assistance, adding that she was willing to help her. Teacher M was well 
versed in the assessment tasks that needed to be handed in for moderation on 
a quarterly basis. Teacher D mentioned that she had always been under the 
impression that Teacher M was a rather selfish person, but had to admit that 
her perception was probably incorrect, because Teacher M would always assist 
her when needed, for example, by making photocopies for her. We felt that we 
needed to meet at least once a month to motivate one another. I am confident 
that this caring behaviour has positively influenced the teachers, as they in turn 
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have demonstrated that they care for one another. Bush (2008:128) notes that 
leadership is strongly associated with the concept of values, which provide 
morale and an anchor to cope with work. 
 
One of the problems I encountered, was the teachers’ neglect to make entries 
in their journals. I had to remind them to put their feelings and thoughts on 
paper. During the month of August 2008, I explained to them the importance of 
writing in their journals, as this would serve as valuable information for their own 
growth. The teachers were initially very reluctant to put their feelings on paper, 
as they were scared of offending others, and that someone might take 
something out of context. I encouraged them, pointing out that it was much 
easier to write something than to say it. The teachers gradually became 
accustomed to and started enjoying the journal method. This approach was not 
forced on them, but simply introduced to them. They might not have been keen 
about it at first, but they grew used to it. 
 
At our last meeting, I collected the diaries. The benefit of keeping a diary is that 
it forces the teachers to reflect, describe and evaluate daily encounters 
(McKernan, 1996:86). In the journal of Teacher B, she expressed her opinion 
regarding the morale of teachers in the Foundation Phase and how we grew as 
a group: 
 
“In my opinion, our team building, Teachers’ Day and Birthday Club has 
been a major boost to morale. The confidence of Charlotte to take and 
complete projects has filtered through to us as a team. The teachers are 
definitely more positive”.  
 
Our meeting sessions were attended by my critical friend, a colleague in the 
Intermediate Phase, who noted what she observed. Her report is a powerful 
piece of evidence of the integrity of the procedural aspects and also provides 
feedback about how the study has been progressing. 
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4.7.3 Visual methodologies 
 
Photos, and in some instances, videos were taken of our activities, showing the 
actions as they happened (McNiff & Whitehead, 2006:144). This data-gathering 
method was used to generate evidence in support of my claim to knowledge. 
McKernan (1996:100) holds that photographs count as documents and 
evidence of human behaviour in a natural setting; in short, they function as 
windows on the world of the participants. Events that were photographed, 
included our Teachers’ Day, the team-building exercise, the prize-giving 
ceremony, the flower arranging course, as well as the birthdays of the teachers. 
The teachers drew sketches to illustrate how their morale had improved. De 
Lange and Stuart (2008:132) in Wood postulate that drawings for self-reflection 
are a concrete representation of ideas. 
 
TABLE 4.2: DATA COLLECTION METHODS  
 
DATA COLLECTION METHODS AIM 
Observations 
Ary, Jacobs Razaviech and Sorensen 
(2006:474) 
McNiff and Whitehead (2006:140) 
Soler, Craft and Burgess (2001:152) 
McKernan (1996:94) 
 
 
• To observe interesting details as they happen and 
to construct a personal statement of the importance 
and significance. 
• To make use of narrative or words to describe the 
setting, behaviours and interactions. 
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Field notes 
Ary, Jacobs, Razaviech and Sorensen 
(2006:477) 
McNiff and Whitehead (2006:139) 
McKernan (1996:93) 
 
 
• To keep direct observation. 
• To record interesting behaviour in the field setting. 
Personal journals 
McNiff and Whitehead (2006:142) 
McKernan (1996:86) 
 
• To record daily encounters and to reflect on the 
action and the learning arising from it. 
Visuals (Photos) and drawings 
De Lange and Stuart (2008:132) 
McNiff and Whitehead (2006:144) 
McKernan (1996:102) 
 
 
• To show actions as they happen.  
• To generate evidence in support of a claim to 
knowledge. 
 
I shall now describe how I employed the above data-gathering methods in my 
systematic interventions to improve teacher self-efficacy. I shall explain my 
actions with reference to the model to develop self-efficacy (Wood & Olivier, 
2008), based on the social learning theory of Bandura (1986). 
 
4.8 WHAT I DID TO INFLUENCE THE DEVELOPMENT OF SELF-
EFFICACY 
 
To influence the personal growth of my fellow teachers, which would then 
benefit their professional growth (Marczely, 1996:5), I realised that I would need 
to help them overcome the negative feelings they were displaying and make 
them feel valued and appreciated as human beings. The increased self-worth 
they would develop, would hopefully also help them interact better with each 
other, as they would be able to handle their emotions better if they were more 
positive. (Davis & Wilson, 2000:349-350). This would also help them exercise 
control over their emotions and reactions and thus create a better climate at my 
school. 
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The first cycle of my intervention strategy was the Birthday Club, where I 
introduced or enhanced the value of caring. 
 
4.8.1 Cycle One 
 
 
 
Birthday Club 
 
As I observed the morale of my fellow teachers in the Foundation Phase, I 
reflected on my values of caring and kindness and realised that I had to take 
action to prevent the violation of my values. The concept of a Birthday Club 
presented itself to me, and I discussed this with the teachers in the Foundation 
Phase. As a team, they agreed to this venture. I intervened to help them to work 
together towards our goals, and engage in close social relationships to increase 
subjective wellbeing (Diener, et al. 2005). I wanted them to feel valued, to show 
that someone did care and wanted to celebrate this joyous occasion in their 
lives with them. Our plan of action was that on the day of a teacher’s birthday, 
she would receive a fruit-and-nut basket, towards which each Club member 
would contribute R20 per month. On the day the teachers would gather in the 
staffroom during first break, sing a birthday song, while a positive celebratory 
speech about the teacher would be delivered by a colleague. The teacher 
whose birthday it was, would serve the staff with tea and cake. Basically, the 
teacher celebrating a birthday paid for whatever he/she wanted to share with 
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the staff. The teachers were not obligated to do this, but chose to do it out of 
their own free will. This did not stress anyone, and made us feel like a family. At 
the time of the writing of this thesis, the Birthday Club is still flourishing and has 
raised the morale of teachers. 
 
One teacher turned sixty on 22 September 2007. The ladies at the school each 
brought a platter to make her feel special. 
 
 
 
 
 
 
 
 
This is what she said (field note): 
 
“I will never forget my 60th birthday party. You made this birthday such a 
special one”. 
 
The Birthday Club allows teachers to experience positive emotions and has 
improved their interaction with each other (interaction with the environment). It 
has rippled out to the rest of the school, since other teachers are now also 
involved. They took the initiative to do this, demonstrating that they were 
developing an internal locus of control, not passively waiting to be told, but 
taking action on their own. I have observed that teachers are now looking 
forward to their birthdays and also serve cake and tea to the rest of the staff as 
well. This is a mastery experience (Bandura 1997) for me, as it has been one of 
my many goals to help teachers do things for themselves (internal locus of 
control). It has been quite challenging to start the Birthday Club, because it was 
a new concept at my school. As a team, we reflected on this intervention and 
felt that we could share this idea with other staff. I knew that not all teachers 
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would participate, due to their negativity. Our staff consisted of 22 teachers. At 
first, only 14 teachers joined the Club. This figure later increased to 17 
members. I can claim that the positive attitude of the teachers in the Foundation 
Phase has rubbed off on the other staff members.  
 
The next intervention I introduced, was introduced to uplift the spirit of my 
colleagues and to reflect on my values as stated above. I now move to my next 
cycle, which culminated in the establishment of our Teachers’ Day. 
 
4.8.2 Cycle Two 
 
 
 
Teachers’ Day 
 
At the beginning of the term, a staff meeting was held to do our planning for 
2008. During that meeting, I observed how demotivated and helpless the 
teachers felt, especially regarding the disciplining of learners, which was a point 
of discussion included on the agenda. The teachers had clearly become 
despondent and negative, as the input given by one teacher demonstrated: 
 
“It is no use we try to discipline the learners, because we have tried 
everything, and nothing seems to help. This is an added frustration, 
further contributing to our stress levels.”  
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At that moment, I realised that something needed to be done to uplift the spirit 
of the teachers. I decided to do something on Teachers’ Day (5 October 2007) 
to demonstrate to the teachers that they were in fact appreciated. I discussed 
this with the Deputy Principal and was subsequently granted permission by the 
Principal to invite a motivational speaker on the day. The reason for inviting the 
motivational speaker was to motivate and encourage the staff. Steyn (2002:86) 
states that when teachers are motivated, they will deliver work of a higher 
standard, be more willing to accept responsibility and accommodate change, 
and will also be better able to handle and solve problems. On Teachers’ Day, 
the teachers at my school were awarded with certificates (see Appendix G) to 
give recognition and appreciation for their hard work. Teachers need 
stimulation; they need to be encouraged continuously and develop personal and 
positive relationships with other staff members. Mohangi (2008:199) states that 
wellbeing is increased by being connected and engaged and being enmeshed 
in a web of positive relationships and interests that give meaning to life. The 
intimacy, belonging and support provided by close personal relationships help 
increase wellbeing. The teachers’ facial expressions on receiving these 
certificates revealed how grateful they were for receiving these awards. After 
listening to an inspiring talk, the teachers felt more motivated and worth more 
than they had given themselves credit for. The feedback I received from my 
colleagues was extremely positive. Each one of them told me how good he or 
she felt about him-/herself and the positive outlook he or she had for the future. 
I quote from my field notes what Teacher D said: 
 
“I feel honoured about the way we celebrated our Teachers’ Day and this 
certificate made me proud of being a teacher” (5 October 2007) 
 
I have learnt that a positive outlook on life can change the mindset of a negative 
person. I realised that the quest to help others is on-going, but an obstacle is 
sweet. I have observed that teachers long for recognition and want to be 
praised for their achievements, which then serves as a positive reinforcement 
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for greater effectiveness (Evans, 1998:29; Wevers, 2000:103). After this 
intervention, I proceeded with my plan of action by organising a flower arranging 
course, because this interpersonal skill would hopefully serve to build 
camaraderie and positive feelings among us as a group. 
 
4.8.3 Cycle Three 
 
 
 
Flower Arranging Course 
 
A flower arranging course was presented at my school, attended by 15 out of 
the 17 ladies. I introduced this basic skill to build and empower our staff 
(intrinsic growth). The purpose of the course was to share this skill with my 
colleagues and to equip them to make flower arrangements with pride and 
confidence. I believe that each of us has the ability to bring out the best in 
ourselves. Many of the ladies at my school have latent talents, and this was one 
way of bringing their talents to the fore.  
 
During preparations for the course, the teachers bought their own flowers. 
Beautiful posies were created. The ladies were overwhelmed at their own 
abilities, stating that they never knew they had the talent to arrange flowers. In 
other words, I helped them discover their latent skills. I claim that teachers need 
to be aware that they have the abilities to acquire and improve their own life 
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skills (intrinsic growth) and by so doing be able to empower both themselves 
and the learners. If teachers felt more confident about their own skills and 
abilities, higher learner achievement would be realised (Rosenholtz, 1985:353). 
This would make them more capable of empowering their colleagues and 
creating an empowering environment (interaction with the environment) around 
them (Hopson & Scally, 1981:53). The next day, the teachers thanked me for 
the presentation and were patently very pleased with themselves and their 
accomplishment (intrinsic growth). Some of them took the initiative to continue 
with doing arrangements on their own (internal locus of control). Some 
requested that an advanced flower arranging course be presented, as the first 
one was very basic. I believe that my value of sharing was echoed in this act. 
The mere fact that I shared this skill (intrinsic growth) with them, without any 
compensation, impressed them. I also feel I imparted to these ladies’ lives a 
skill that nobody can take away from them. I did this to share my knowledge of 
flower arranging with the staff, so that in future, if need be, we could use this 
skill to our own advantage, for example, to make beautiful arrangements to 
grace our prize-giving ceremony. The school no longer has to pay for bouquets, 
as we are all equipped with this skill (intrinsic growth). After the flower arranging 
course, one of the teachers in the Senior Phase initiated that she would like to 
impart her knowledge of making roti’s with the staff. This dish forms part of the 
Muslim and Indian culinary cultures. This demonstrates that educators enjoy 
showcasing their interpersonal skills (intrinsic growth) and impacting knowledge 
to enrich the lives of their colleagues (interaction with the environment). If 
teachers develop interpersonal and intrapersonal skills and are provided with 
positive enabling systems, it is more likely that they will overcome adversity in 
their environment. Positive relations and sustained support enhance resilience 
(Werner in Schonkoll and Meisels, 2000:125). Unity is recognised when all the 
teachers are interested in taking part in whatever is going on; nobody wants to 
be left out, which clearly shows that the educators are enjoying what they are 
doing. I believe I have had a positive influence on the staff, as my value of 
sharing, which I portrayed, had an impact on them. The positive feedback 
(reflection) I received, was that they had learnt that learning could be fun and 
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that they had become motivated to learn more. Almost all of the ladies became 
involved in the making of roti’s, which has brought tremendous unity amongst 
staff members (interaction with the environment). The teachers now consciously 
suggest new activities, which shows that they have adopted the value of 
sharing. These teachers are now all working collaboratively with their 
colleagues (interaction with the environment). More positive behaviour has 
definitely emerged in our school environment. The final intervention strategy 
was the team-building exercise, to develop unity among staff. 
 
4.8.4 Cycle Four 
 
 
Team - building 
 
During last year (2007), I arranged a team-building exercise for the Foundation 
Phase teachers. The reason why I planned this event, was to create a strong 
sense of unity amongst us as a team. Hayes (2002:78) claims that team-
building creates a positive working climate among colleagues. This leads to 
better interaction with the environment, by developing good relationships with 
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others and a positive influence and change in attitude. Initially, this team-
building event was planned for the Foundation Phase teachers only. However, 
the teachers in the Intermediate and Senior Phases heard about our proposed 
excursion and indicated their interest. As we entered 2008, the Principal felt that 
the entire staff needed to go on this event. The Principal noticed the effect the 
previous team-building had on Foundation Phase teachers. His response was 
(Field note): 
 
“Our staff need to be empowered and we need to work together and this 
might help us to know each other and to better our relationships as a 
staff.” 
 
Hayes (2002:98) believes that: “Empowerment involves a shift in power and 
authority within the organisation, such that the people who are actually doing 
the work are able to take responsibility for it and to make the relevant decisions 
needed to carry out their work effectively.” 
 
The Principal then suggested that we extend invitations to participate in the 
exercise to everyone. Our staff consisted of 22 members, and 17 indicated that 
they would participate in this event. Only four male teachers did not take part in 
this event. During the planning of the event, I went to the male teachers and 
asked them to reconsider their decision. Two of them agreed and paid a deposit 
for the team-building event. As time progressed, I invited them to the meetings 
at which we planned our trip. Three days before the event, four male teachers 
indicated that they would no longer be going. I realised that I could not force 
them to go. The Principal also tried to persuade them to go. Although I was not 
privy as to why they withdrew, I will definitely include them in the planning of 
any future ventures. 
 
The concept of staff going on a team-building exercise was discussed at a staff 
meeting and the teachers wholeheartedly agreed to the concept. A Committee 
was chosen, and arrangements were made. The Committee decided to ask a 
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company (Green Adventures) to arrange the team-building programme. We 
also wanted to go to a different venue than the one the Foundation Phase team 
had visited the previous year. We went to Kudu Ridge, located 45 km out of 
Port Elizabeth. On the morning of the event, the staff met at school, and we 
departed at 10 am. On arrival, we were served with lunch. After lunch, our first 
activity took place. This event helped to improve the self-efficacy of the 
teachers, as they were actively involved in the activities arranged by Green 
Adventures. The teachers were divided into two groups, each group working on 
its activity. One of the activities involved supporting each other and developing 
teamwork. Mohangi (2008:199) contends that well-being is highly affected by 
social conditions and that the construction of well-being experiences is shaped 
by personal circumstances and interaction with others. Therefore, providing 
support to others is as important as receiving support to increase well-being. I 
will briefly explain what our activity entailed. We were 10 in each group, and 
each team had to choose a leader. We formed a circle, and a small fire was 
placed in the centre of the circle. Nine of the members were blindfolded and tied 
with a rope around their waists. The leader had to guide the group to extinguish 
the fire with only 500 ml of water. Finally, the fire was extinguished, after we had 
much fun and laughter. We as a team had a wonderful experience and I 
discovered that staff had a great need to spend time together and enhance 
team work. The teachers had a marvellous time and the event remained a topic 
of discussion at school for quite some time. One of the teachers came to me 
and suggested that the event should be held annually. 
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Teachers at the team-building excursion engaged in an activity. 
 
The rationale behind organising this event was to establish tolerance, 
camaraderie and unity amongst the staff. During our team-building exercise, I 
observed that the teachers worked together as a group. Hayes (2002: 31) holds 
that group work expresses certain values, enhances smooth functioning and 
defines appropriate behaviour for survival. This event gave me an opportunity to 
give expression to my values of caring (Foucault, 1986:14), perseverance and 
kindness. Despite initially having problems with accommodation, I decided to 
persevere. With the morale of the staff being low, I knew that I had to persist. It 
was apparent that such a venture was what the staff really needed. Being the 
pilot/driver of the project, I felt that I could not let my colleagues down. With their 
support, the accommodation problem was finally resolved. 
 
Colleague B in the Senior Phase, habitually a very negative individual, posed a 
challenge to the aforementioned values. She often made negative remarks 
about my endeavours to bring unity amongst my colleagues. I made a 
conscious decision to convert her and win her over. Colleague B formed part of 
the team-building group. When we returned, I had to write a report and 
intentionally requested Colleague B to compile this report. She indicated in the 
report that it was enjoyable and recommended that we make it an annual 
exercise.  
 
I believe that it is my positive, caring and persuasive influence that caused this 
transformation in attitude. It is my conviction that team building will indirectly 
influence our respective classroom practices, as you cannot motivate others if 
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you are not motivated yourself (Schulze & Steyn, 2003:140). I am convinced 
that similar events will promote greater unity and co-operation amongst staff 
when organising functions such as fundraising efforts, parents’ meetings and 
prize-giving ceremonies. The teachers at school have the ability to do things for 
themselves. As we reflected on our growth, we built on that in order to keep us 
motivated and develop high self-efficacy. 
 
I then progressed from fun-based interventions to more academically based 
actions, such as the prize-giving ceremony, which would equip teachers with 
organisational skills (intrinsic growth).  
 
4.8.5 Cycle Five 
 
 
 
Concert and prize-giving ceremony 
 
A concert was held to raise funds for the school. Each class had to present an 
item. A group of four teachers supported the event to ensure its success. I 
realised that teachers would give their best if they enjoyed a good relationship 
with their colleagues and worked as a team. It is the viewpoint of Wood 
(2004:197) that personal and professional growth will positively influence 
teachers to build good relationships, also resulting in positive interaction with 
their environment. Labone (2004:345) maintains that engaging teachers will 
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enhance teacher efficacy. Labone further holds that when teachers are involved 
collaboratively, such involvement may challenge any existing negative efficacy 
beliefs by encouraging teachers to think critically about their practice. All the 
arrangements for the concert and prize-giving ceremony were concluded 
successfully, and all the tickets were sold out. The success of this venture 
shows that we do have the ability to perform and the capacity to learn to reach 
our desired goals (Bandura, 1977) (internal locus of control). At the concert, I 
personally and publicly thanked the teachers for their hard work. Each teacher 
was rewarded with a gift and a thank you note. Motivation is determined by 
individuals’ beliefs in their own efforts, the resulting job performance, and the 
outcomes of rewards and incentives offered for the job performance (Steyn, 
2002:96). Teachers will work hard and deliver work of a high standard if they 
are applauded and praised. It is a simple formula, but it works: when people are 
recognised, they remain motivated. When my colleagues are motivated, I feel 
satisfied.  
 
The success of my colleagues is a source of joy and inspiration to me. I 
constantly feel motivated and feel the need to continue, irrespective of whatever 
challenges lie ahead. I definitely saw a difference in their positive emotions and 
attitude towards any task they tackled. Khosla (2006) suggests that positive 
feelings broaden one’s mind, build resources and increase the likelihood that 
positive emotions will be sustained. When it came to administrative work, I saw 
how my colleagues worked as a team to lighten the workload. When things got 
tough, there was always one to help. 
 
When I started teaching at this school, I discovered that no prize-giving 
ceremony had been held for the previous six years. The reason why the prize-
giving ceremony had not been held, was that nobody wanted to take 
responsibility for organising the event. As we developed and improved our 
morale, we in the Foundation Phase felt that we needed to hold this event at 
school. We wanted our learners to feel valued, and we also remembered what 
our Teachers’ Day had meant to us. During prize-giving ceremonies, learners 
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are recognised for their academic achievements and receive trophies and 
diplomas for their efforts and hard work. During our planning sessions, three 
teachers volunteered to serve on the formal Planning Committee for the prize-
giving ceremony. As we planned for the event, all the teachers in the Phase 
were involved. Three teachers in the Foundation Phase took on the 
responsibility for the décor of the hall as well as for the printing of the diplomas. 
The hall for the ceremony was beautifully draped. The rest of the teachers in the 
Foundation Phase were responsible for the invitations, the flower arrangements, 
the letters informing the parents of the prize-giving ceremony and the seating 
arrangements for our guests, learners and parents. A teacher in the Foundation 
Phase and I also helped with the vocal numbers that the Junior Choir would 
perform at the ceremony. Teacher J mentioned at our planning meeting (10 
November 2008) (field note): 
 
“The Foundation Phase teachers are in for a surprise regarding our 
awards ceremony, but you have to wait and see.” 
 
The day of our latest prize-giving ceremony (20 November 2008), just after the 
Grade one’s had received their awards, Teacher J stepped unto stage and 
rendered a solo item. She was enthusiastically applauded for her music item. 
As a leader of my team, I was overwhelmed by the tremendous performance of 
my colleague. I can state in all honesty that the morale of teachers at school, 
especially the Foundation Phase teachers, has definitely improved. Our team 
congratulated Teacher J for the courage she displayed to perform in front of 
such a huge audience. The parents were very impressed with the prize-giving 
ceremony: some of them even thanked the teachers personally. As one parent 
said to Teacher H: 
 
”The teachers of the school are really working hard and as a parent I feel 
very honoured to witness my child getting a diploma, as this never 
happened before”. 
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The teachers feel appreciated, valued and motivated when they have a positive 
effect on the lives of their learners. It is the opinion of Wevers (2000:112) and 
Theall and Franklin (1999:104) that teachers will experience satisfaction when 
they have a positive effect on the work and lives of others. This event also had 
a noticeable impact on the learners, as they publicly received awards for their 
achievements. Hayes (2002:19) states that when people feel special, it gives 
them a direct source of positive self-esteem, which motivates them to keep up a 
good working quality and continue to deliver work of a high standard.  
 
4.9 EDUCATIONAL EVIDENCE TO SUPPORT MY CLAIM OF 
INFLUENCE 
 
I can claim that growth took place in the Foundation Phase and that my values 
of caring, respect, responsibility, trust, perseverance and kindness have had a 
positive influence on the teachers. The following example is evident of this. 
 
On Secretary’s Day (3 September 2008), one of our teachers suggested that 
the Foundation Phase teachers arrange a surprise for our school secretary. 
These were her exact words: “We somehow take it for granted how much our 
secretary does for us, and that we should consider of doing something special 
for her, to show our appreciation.” 
 
This idea came up completely unexpected during one of our Thursday 
meetings. In fact, the teachers are now initiating something different each time. 
They are doing this because they have developed an internal locus of control. 
They are taking control of situations without someone else having to ask them 
or putting pressure on them. Teachers are becoming creative with the initiatives 
that they introduce. The teacher who initiated the idea, collected donations from 
staff and took on responsibility for purchasing a gift for our secretary. 
 
I claim that the teachers are developing leadership skills because they are 
always initiating something different. As Bush (2008:3) echoes that leadership 
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may be understood as “influence”. They are doing this as they have developed 
an internal locus of control, interact better with others, and have the skills 
needed.  
 
The value of caring comes to the fore with this initiative that was led by a 
teacher. Hopefully, the leading role the teacher played will encourage other 
teachers to also show leadership in similar areas. Bush and West-Burnham 
(1994:291), argue that motivation is what drives individuals to work in the way 
they do to fulfil goals, needs or expectations. 
 
Below are more examples of how teachers’ personal and professional growth 
were developed at school over the past two years and how teacher morale has 
been enhanced. 
 
REPORT COMPILED BY: TEACHER K 
 
This sketch depicts how I felt about my chosen profession that is education. My 
outlook was bleak, as if I was experiencing autumn and winter in my career. 
Pressures experienced due to learners’ ill discipline, workload, increased 
administration and departmental demands are just a few areas that contributed 
to my diminished low morale. There were times when I felt to only do what is 
expected, nothing more, nothing less, and going the extra mile was just another 
cliché. 
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Sketch 1 
 
 
 
 
My second sketch shows the brightly coloured outlook I have reminiscent of 
summer and spring. As the poet André Gide wrote: “niks groei of bloei 
behalwe as daar gegee word.” I learnt that change begins with me. I can bring 
about change by doing much introspection and focusing on where I am going. 
Partaking in this study has made me realise that I can do things for myself 
instead of relying on others. I feel proud that I availed myself to serve on the 
diploma ceremony committee which co-ordinates our annual prize-giving 
ceremony. I have experienced so much growth through team work which 
contributed to instilling a positive attitude towards education. If pressure should 
be placed upon me, I shall try to handle it with a positive outlook. This positivity I 
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have learnt, can be of great help as it filters through to those I encounter each 
day and it has made me realise that I can be an asset to my school and 
community which I serve.There is definitely a change in my morale and I know I 
can just keep on growing in my career. 
 
 
Sketch 2 
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Translation 
 
Below is a translation of the abovementioned poem. The teacher realises the 
importance of caring and sharing and illustrates how she grew over the past two 
years. 
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“Without sacrifice, there is no new life. Nothing will grow or blossom if nothing 
has been given. Everything you want to keep for yourself, will perish and die.” 
 
REPORT COMPILED BY: TEACHER H 
 
Sketch 1 
 
Education is a career which I started with much passion. As the years 
progressed, I grew increasingly weary and developed a negative attitude 
towards teaching. This negativity I can attribute to the constant changes which 
took place within the profession. Through the sketch I illustrate the low morale I 
started to experience in education. Factors which contributed to this low morale 
included the huge classes (49 learners) in our care, learners having to be 
assessed on different levels demotivated me and discipline measures which 
yielded no success. 
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Sketch 2 
 
The second sketch clearly demonstrates the positive outlook I have towards 
education. Many challenges await me, but I feel self-assured and believe that I 
am better equipped to handle them. I trust that I have grown, as well as my 
morale. The many opportunities we had to take on things as a group has taught 
me that each of us is unique and that we can bring about change if we want to. 
As my morale lifted, my values of caring and sharing with my colleagues came 
to the fore. The past two years have proved fruitful for me, as I learnt a lot from 
my colleagues and realised too, that I had to do things for myself. The initiative I 
took regarding Secretary’s Day, taught me that I too can make a difference in 
others’ lives and add value to it. 
 
I know now that I can make a positive contribution to the teaching profession. I 
feel motivated to address challenges and I will always need the support of my 
colleagues because I believe together as a team we can make things work at 
our school. 
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REPORT COMPILED BY: TEACHER G 
 
Sketch 1 
 
In this illustration I sketched the negativity I felt toward the teaching profession 
and how impatient I became with my learners in my class. The pressure was 
too much and being an educator for the past 20 years, many a times I 
encountered a low morale at school. I was surrounded with negativity on a daily 
basis such as my physical environment, changes in the curriculum and the 
negativity among the staff members. I experienced that with a low morale, we 
tend to be harsh with our learners, and in all fairness, they cannot be held 
accountable for my state of mind. 
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Sketch 2 
 
During the past two years I have been part of a research study and in the 
process I have learnt that changes come from within. People cannot change 
me. I must take responsibility for my feelings. And I need to do things for myself. 
As a team we took part in various activities such as a Birthday Club (which is 
currently running for the past two years), the team-building and our interaction 
we had as a team where we brainstormed about our feelings and what we can 
do to uplift our spirit. I once suggested in our meetings that we need to continue 
with our meetings to support each other and to build strong collegial 
relationships among us as a team. I also learnt there are some things we can 
change and some not. I do feel more positive towards my career and my morale 
has definitely being raised. The positivity I now experience in my career has led 
me to enrol at an institution to improve my qualifications which I look forward to 
achieving. I am definitely feeling positive towards teaching and that my morale 
has raised and I can only grow from strength to strength.  
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REPORT COMPILED BY TEACHER J 
 
Sketch 1 
 
Being an educator for the past twenty years, I realised this was not an easy 
road to travel. When I entered the profession, I was full of zest, energetic and 
enthusiastic about my career. As the years went by, I felt that we as teachers 
were under tremendous pressure regarding the huge classes, work load and 
continuous changes in the curriculum. What made matters worse, was when 
corporal punishment was banned during 1996. That contributed to my low 
morale as the learners no longer listened to the teachers and we as teachers 
were to be blamed for the poor discipline in class. Many times I felt despondent, 
depress, cross, frustrated and tired towards the teaching profession which 
contributed to my morale being low. 
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Sketch 2 
 
For the past two years, as I was a participant in this research project, I realised 
that people cannot change you, but you alone can bring about change. As we 
had different interventions, I became motivated, and in the process I believe I 
grew as a person. The highlight for me was when we went on a team building. 
This event brought unity among us as staff. I started to do things for myself, in 
this sense that I no longer need to wait on the principal or the Department of 
Education, but if I can work out things for myself and make a positive 
contribution towards the school, why not! I can honestly and truly say that I am 
very grateful, more pleasant in my profession, excited, happy and energetic 
towards teaching. My morale has definitely increased, and I no longer feel, as I 
felt before. 
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4.10 CONCLUSION 
 
This chapter contains a broad description of the data I collected and presented 
the findings. I clearly described the model I found suitable for this study to equip 
my fellow teachers in order to raise their morale. Although my research was 
focused on Foundation Phase Teachers, I feel that my attitude and enthusiasm 
has had a marked effect on our staff as a whole, with reference to the team-
building exercise, Birthday Club, Secretary’s Day, etc. The interventions I used 
to collect my data were useful for the growth of our teachers. The above-
mentioned interventions have had a positive influence on us as staff. We grew 
closer and our self-efficacy levels have been raised. We set certain goals for 
ourselves and gradually we achieved those goals. Based on the evidence I 
provided in this chapter, I claim that the self-efficacy levels have risen.  
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CHAPTER FIVE 
 
 
VALIDATION 
 
 
 
It is one of the most beautiful compensations of this life that no man can 
sincerely try to help another without helping himself …”Serve and thou 
shall be served”. 
(Ralph Waldo Emerson) 
 
5.1 INTRODUCTION 
 
In the previous chapter, I explained the process and the appropriate theory I 
used to guide my interventions to positively influence the morale of teachers at 
my school. In that chapter, I demonstrated that I had made a positive 
contribution to the working climate at my school. In order to demonstrate this 
effectively, though, I need to emphasise my values as a living standard of 
judgement by presenting evidence generated from the data to show how I lived 
out my values in my practice.  
 
5.2 EVIDENCE TO SHOW HOW I LIVE MY VALUES AS A LEADER 
 
The positive influence of practically living out my values is encapsulated in the 
acronym INFLUENCE, which defines the leadership qualities apparent to my 
colleagues in the Foundation Phase. They used the acronym to attribute the 
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following characteristics to me as a leader when I asked them whether I was 
leading according to my values. 
 
• Integrity – acts with honesty and truthfulness. I believe that we as 
teachers need to be truthful both to ourselves and to the learners that we 
are educating. Without truth, we shall not be able to fulfil our true 
potential. I believe that without truth, I would not have been able to 
identify the strengths and weaknesses that reside within my colleagues 
and myself and build up a trusting relationship. If I were not truthful, I 
could not trust my ability to survive in the teaching profession with all its 
challenges. It is the opinion of Maxwell (2004:127), and I quote: “Trust is 
like a bank account – you have got to keep making deposits if you want 
it to grow.” I therefore believe that my value of trust helps to establish me 
as a leader, because my fellow teachers know that I have their best 
interests at heart. I also believe that trust is not given, nor can it be 
assumed simply because someone occupies a leadership position, but 
rather, it has to be earned (Maxwell, 2004:126).  
 
• Nurturing – cares about people as individuals. Teacher H retired last 
year (2007). Her father passed away on Monday 12 November 2008. I 
organised the Foundation Phase team to go to her home to support her 
and commiserate with her visit during this difficult time. This 
demonstrates how I live out my value of caring. 
 
• Faith – believes in people. With all the interventions I applied during my 
study, and the personal growth of teachers, I can claim that my faith in 
my colleagues has helped them develop as individuals and 
professionals. I claim that my faith in them has helped us to grow as a 
team and that we will continue to grow from strength to strength. 
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• Listening – values what others have to say. Teacher M in the 
Foundation Phase mentioned the following on 2 December 2007. (Field 
note) “Charlotte, since you started at the school, we really feel that what 
we say and think is taken into consideration.” What she said, brought joy 
to my heart.  
 
• Understanding – sees things from different points of view. As a leader, it 
is crucial to pay attention to what other teachers have to say and to see 
things from their point of view. The Department of Education informed 
schools that all Grade 1 to Grade 7 learners would have to write National 
Examinations, starting this year (2007). I called a meeting to inform the 
teachers in the Foundation Phase as to what was expected from them 
as well as the learners. Teacher D commented that it was unfair of the 
Department to issue us with a limited number of question papers and to 
expect us to make additional copies. She stated that our funds were 
limited; we did not have 15 reams of photocopy paper to complete the 
task. I could empathise with this feeling and, together as a team, we 
sought a solution and found that by minimising the size of the question 
paper, we could make copies for all the learners in the Foundation 
Phase. 
 
• Enlarging – helps others become bigger. I presented the flower 
arranging course to teach my fellow teachers a skill. They are now able 
to make flower arrangements not only to beautify their own homes, but 
also for school and other functions. I did this out of my own desire to see 
the teachers grow and develop their own skills. 
  
• Navigating – guides and assists others through difficulties. Teacher K’s 
daughter needed a costume for the school concert. Teacher B assisted 
her by providing a costume for the daughter without expecting any 
compensation or reward. 
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• Connecting – initiates positive relationships. I claim that positive 
relationships are developing at my school. As one of the teachers in our 
team was about to write exams, she became despondent, as she felt 
underprepared. The team and I encouraged her and assured her that a 
positive attitude would see her through.  
 
• Empowering – gives others the power to lead. I think that in the previous 
chapter I have shown how I have encouraged other to take the lead in 
my interventions. One example I can give of how I have influenced 
others to take the lead, follows. Teacher G in our Phase took the 
initiative to lead our Junior Choir in an item at our awards ceremony. As 
our school did not have a music teacher, she went the extra mile to 
arrange for a pianist. She practised with the choir during second breaks 
and also after school. A great improvement has been noticeable, so 
much so that the Senior Phase has also established a Senior Choir, led 
by Teacher P. I claim from this incidence that the positive growth of our 
colleagues in the Foundation Phase has had a positive influence on 
other staff members. I will now explain the validation procedures I 
adopted in detail.  
 
5.3 VALIDATION PROCEDURES 
 
The validation of my study is crucial, as my research must be true, accurate, 
adequate and worthwhile (Hamilton & Pinnegar, 2000:237). Because my work 
with the teachers was inherently moral, I needed to make sure to the best of my 
ability that my research would be worthy of this trust. I increased the validity of 
my work and made public the ways in which I constructed our representations 
of my research, based on the following, suggested by Feldman (2003:27-28): 
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• I provided clear and detailed descriptions of how I collected the data 
and made explicit account of the data in my work, whether it was 
within the text itself or as an appendix. 
 
• I provided clear and detailed descriptions of how I constructed and 
represented the data, to add to the validity of its representation. 
 
• I extended triangulation beyond multiple sources of data to include 
the exploration of multiple ways to represent the self-study, such as 
photographic evidence. 
 
• I provided evidence of the value of the changes in our ways of being 
teacher educators. 
 
 
When I commenced with this study, it was important to choose a critical friend, 
as I needed someone to validate my claims of having influenced teacher 
morale. I asked a fellow educator in the Intermediate Phase to be my critical 
friend. The reason I chose someone in that Phase, was because I wanted a 
person from a professional circle (McNiff & Whitehead, 2006:85) who would 
provide sympathetic but critical feedback on my data and ideas. I also wanted a 
person that did not form part of my group participants or of my ever-present 
collegial circle that was observing my progress. I informed her of what the study 
entailed and of the values and theories I would use to bring transformational 
change (Hayes, 2002:95). She immediately agreed, and said she was looking 
forward to working in a team.  
 
During the course of the study, I met every Thursday with my participants to 
discuss a range of issues. I needed to solicit their views and establish if they 
perceived that their morale was changing. I recorded this information and my 
reflections in my diary. Teacher X, my critical friend, also attended these 
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gatherings. She listened attentively to the discussions, and also gave her 
opinion. She took down notes and provided me with a report. It was essential 
that my critical friend gave me feedback on my data and findings, so that I could 
make a claim to creating new knowledge and also to show improvement in my 
practice (McNiff & Whitehead, 2006:85). I also collaborated with two of my 
fellow Master’s Degree students to be my critical friends. We met on a weekly 
basis to exchange views and ideas regarding our work. 
 
An additional method of ensuring validity is utilising colleagues as validators. In 
this study, I enlisted the principal of my school as well as the deputy principal 
and a colleague to form part of my validation group. After every intervention I 
had, I met with my validation group to give them feedback on the evidence I 
gathered, to scrutinise my evidence and to make claims to knowledge received 
from my validation group. To authenticate my study and also to simultaneously 
confirm my influence in uplifting teacher morale, I need to pause and explain the 
validation procedure. 
 
5.3.1 Personal validity (values) 
 
As I embarked on this journey, I felt it imperative to reflect on the values I set 
out to be my living standards of practice and judgement (McNiff & Whitehead, 
2006:19). I also believe that if you talk the talk, you must be able to walk the 
walk. This is the rationale why my professional practice is guided by my 
educational values. I firmly believe that the account of my practice in the 
previous chapter confirms that I am living proof of my values and portrays how I 
live them in my daily life. I place great emphasis on living my values out to the 
fullest, especially when it comes to my work. A value that I live out in my work is 
to be helpful at all times, especially in assisting my colleagues, should the need 
arise.  
 
I hold in high regard the value of taking full responsibility for one’s actions. To 
be a caring person, to treat other people with the utmost dignity and respect, 
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and to work hard to attain my goals, are but a few of my values. Before I 
commenced on this study, however, I experienced some denial of my values. 
This self-reflective study enabled me to judge my actions against my values and 
helped me to make changes to my practice as an educational leader. I therefore 
endeavour to articulate and practice the aforementioned values. 
 
Living my values in my practice reflects my character, because I know that 
every person has values and something of value to offer others. I believe my 
values can influence those of my colleagues, to help them discover their own 
and to encourage them to reach their full potential. Therefore, I believe that we 
never lose our values as human beings. Nothing can take it away, because they 
are an integral part of one’s character (Maxwell, 2005:123). Section 5.2 
provides some evidence of how my colleagues perceived me to be living out my 
values, and also some evidence of how I influenced them. 
 
As the HOD in my Phase, I was sometimes challenged with difficulties 
regarding my leadership. I realised that for me to have an impact on my fellow 
teachers, I first needed to be motivated before I could motivate them and 
ensure that I am living according to my values. I am always making deliberate 
attempts to grow, to position myself to receive, and to reposition myself to give 
what I have received. I love flowers and always had the desire to arrange 
beautiful bouquets. I enrolled myself at the Technikon and successfully 
completed a formal Flower Arrangement Course. My values afforded me the 
opportunity to share this skill with my colleagues. I am resolute to grow in all 
aspects of my life and equip myself and others with the necessary knowledge.  
 
I believe in my leadership abilities and that I have made significant progress in 
achieving my set goals. The interventions I initiated at my school, such as the 
team-building exercise, the flower arranging course and the Birthday Club, were 
among the many goals I achieved. I have set new goals for myself in the year to 
follow (2009). My first goal is to start a computer laboratory at the school. I have 
written letters to various companies to obtain sponsorships for this initiative. I 
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informed the principal of my vision for our school. Having completed computer 
courses, I intend to share this skill with my colleagues and the learners.  
 
Another goal I have, is to restart the school library. Books were donated to our 
school, but for the past 15 years, all the books have remained unpacked in 
boxes. I shared the idea to restart the library with the SMT (Senior Management 
Team) at my school, as I believe reading is critical for our learners. Teacher G 
in the Foundation Phase learnt about the plan and offered to run the library. The 
school is currently being painted, and hopefully we shall reopen our library in 
the new year (2009). Based on this evidence, I am making a claim that my 
leadership has made an impact on my colleagues. 
 
 The boundaries constricting my thoughts are constantly being lifted. I have 
found the key to living without limits and live according to the values that act as 
my principal guide in life (McNiff & Whitehead, 2006:47). The values that I live 
out in my daily life are caring, respect, responsibility, trust, perseverance and 
kindness. 
 
The following table shows how I live out these values in my daily interactions 
with the teachers: 
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TABLE 5.1: EVIDENCE HOW I LIVE OUT MY VALUES IN PRACTICE 
 
My values Reflection on my 
behaviour 
Evidence to validate my 
claim to live out in 
practice 
Caring  
I believe that as a leader 
in my Phase, I portray 
the value of caring. 
When teacher K 
experienced a personal 
crisis, I initiated prayer 
sessions and one-on-
one counselling. 
Another teacher, 
Teacher J, had had a 
bad personal encounter. 
I shared my own 
experience and how I 
managed to overcome 
this obstacle. 
Further validation is 
provided by an incident 
with our Secretary, a 
parent who has not 
completed her 
Secretarial Diploma. In 
other words, she is 
currently underqualified 
for her position. To 
make matters worse, 
she is in a temporary 
position. As I value the 
needs of people and 
care for them, I felt it 
I received a thank you 
card from Teacher K, 
stating how much my 
caring attitude had helped 
her overcome her 
personal crisis (archive). 
Teacher J verbally 
acknowledged my caring 
nature during our 
meetings.  
 
 
On 27 August 2008, she 
showed me her 
application form. She 
intended to complete the 
course and would qualify 
the following year (2009). 
The Foundation Phase 
teachers’ morale has 
definitely improved. This 
has influenced some 
colleagues in other 
departments, as well as 
the school Secretary. 
 
 
 
 
 
115 
incumbent to advise the 
Secretary of the need to 
complete her studies 
and the benefits thereof, 
i.e. permanent 
employment. This 
conversation occurred 
on 25 August 2008. 
The reason why I felt 
that I needed to 
motivate her, was that I 
realised her untapped 
potential and knew that 
she had the ability to 
achieve her goals. I 
wanted to encourage 
her to improve her 
qualifications. The mere 
fact that I am able to 
share and act on my 
concerns regarding my 
colleagues’ low morale 
in general and the 
Secretary’s education 
specifically, emphasises 
the value that I attach to 
caring. 
 
 
 
 
On 1 November 2008, 
during first break, she 
came to my class and 
thanked me for 
encouraging her to 
complete her secretarial 
course. She mentioned 
that she would be 
studying on a part-time 
basis and would be 
attending classes four 
evenings a week. I 
encouraged her to 
persevere to achieve her 
goal. I assured her that 
she would get through it, 
and that by making 
sacrifices, she would gain 
success. On Monday, 
3 November 2008, the 
Department of Education 
issued a Bulletin to 
schools in which vacant 
posts were advertised. To 
crown it all, the vacant 
post of the secretary 
appeared in the Bulletin! 
With enthusiasm, our 
Secretary applied for the 
post. She came to me on 
Thursday, 12 November 
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2008, and told me that her 
application form had been 
handed in. I told her to 
stay positive and to 
believe in herself. All the 
abovementioned incidents 
show that my caring 
interaction with this 
colleague has made a 
positive influence and 
contribution. 
I can claim that I had a 
positive influence on the 
decision the Secretary 
made. I live according to 
the value of caring for my 
fellow man. 
Extract from a teacher’s 
journal: 
 “Mrs Hendricks is a 
friendly, caring and helpful 
person. When she came 
into my class, she 
reminded me of our 
meeting with that smile on 
her face. She also 
assured me of her help 
and guidance and that I 
should not hesitate to ask 
for help.”  
I can therefore claim that 
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Two of the teachers in 
the Phase enhanced 
this value of caring by 
my value of caring has 
come to my fellow 
teachers’ 
acknowledgement. I quote 
what Teacher H wrote in 
her journal (9 August 
2008) concerning the 
caring behaviour of her 
colleagues: 
 
“I was surrounded by such 
concerned colleagues so 
naturally, I felt secure. 
Secure in the sense that 
nothing could go wrong, 
because I had received so 
much help from them. It 
didn’t feel like a battle that 
I had to overcome on my 
own, and I knew that 
irrespective of what the 
outcome would be, they 
would be there to help me 
to whatever was expected 
of me.  
The teachers supported 
her and showed how 
much they cared for her. 
They also knew that her 
work was a representation 
of the school and that we 
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working through the 
night with this teacher to 
make sure her work was 
ready to be handed in. 
shared a common goal to 
deliver work of a high 
standard. 
 
 
Respect.  
As a leader, I lead by 
example by always 
showing respect when I 
interacted with others 
 
During our Phase 
meeting, I always 
endeavoured to show 
respect. At the 
beginning of the study, I 
noticed the low morale, 
which manifested in 
disrespect towards 
others. I addressed this 
by emphasising the 
significance of respect. 
In their journals, the 
teachers specifically 
mention how the value 
caused them to have 
intro- and retrospection on 
their own way of doing 
things (20 August): “I 
learn that in order to gain 
respect, I need to give it 
as well”. 
 
Responsibility 
Leading the team, it is 
my responsibility to see 
that the teachers are 
kept informed regarding 
their progress and of 
any changes that may 
arise. Covey (2006:75) 
postulates that the 
principle of responsibility 
is one of the most 
powerful, life enhancing, 
life changing principles 
we have at our disposal, 
if we just learn how to 
An example of how I 
took responsibility was 
when I initiated our 
team- building 
excursion. I took the 
responsibility of 
ensuring that we found 
suitable accommodation 
catering for our needs. I 
also assumed the 
responsibility of 
ensuring that everybody 
had covered the cost for 
this event. I also 
arranged a fundraising 
The Principal came to me 
and praised me for my 
sense of responsibility. My 
sense of responsibility 
evidently rubbed off, as 
Teacher H took the lead 
and accepted 
responsibility for the 
Secretary’s gift, just as I 
did with the team-building 
event. Being a 
responsible person, I can 
claim that I do a task to 
the best of my ability. 
Undoubtedly, this value 
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master and channel it 
toward worthwhile 
purposes. It is my duty 
to see that they are kept 
up to date.  
 
 
event to cover the 
outstanding cost. 
I attended a Cass 
Monitoring at the 
Department of 
Education (2 November 
2008) and the following 
day I fed the team with 
information I obtained at 
the meeting and also let 
them know what was 
expected of them. 
 
As mentioned in 
Chapter Four, Teacher 
M took on the 
responsibility to arrange 
an excursion to Jeffrey’s 
Bay (23-24 September 
2008). 
rubbed off on others. 
Teacher X introduced the 
idea of buying a gift for 
the Secretary and took it 
upon herself to have this 
gift ordered and collected 
contributions from her 
fellow teachers. 
 
 
 
 
This evidence I generated 
from the data to support 
my claim that I am living 
my theory in practice and 
as to the influence this 
value has had on us as a 
team. 
 
 
 
 
 
120 
Trust 
I believe the starting 
point to any relationship 
is trust. Fink (2005:46) 
states that honesty is 
essential to leadership 
because if people are 
going to follow 
someone, they want to 
assure themselves that 
the person is worthy of 
trust. 
 
The Principal entrusted 
me to take on the 
responsibility to lock up 
the administrative 
building in his absence. 
 
The Principal thanked me 
for my trustworthiness and 
being a dependable 
person (field note: 6 
March 2008). 
Perseverance 
In order for me to reflect 
on my practice and to 
influence my colleagues 
positively, it was vital for 
me to persevere. It is an 
everyday trait supported 
by everyday actions that 
make perseverance an 
important part of “Every 
Greatness” (Covey, 
2006:364). 
 
 
When I initially planned 
the team-building event, 
I encountered various 
administrative problems. 
However, I refused to 
give up, but persevered 
until I managed to 
secure a date and 
venue for our event. 
I will share a personal 
experience and how this 
value of perseverance 
motivated me to face 
challenges I 
encountered on my way. 
During 2005, I was 
diagnosed with breast 
cancer. I must admit I 
Teacher C once told me 
at school (Field note 26 
February 2008) that I was 
a goal-orientated person, 
had a positive outlook on 
life and that I was an 
inspiration to her. 
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went through a difficult 
time. What kept me 
going, was my faith in 
God and a positive 
attitude. I set goals for 
myself and in order for 
me to reach those 
goals, I needed to 
persevere. I realised 
that I could not give up, 
because I had to pursue 
the goals that were 
important to me. 
Perseverance means 
commitment and 
dedication from day to 
day. 
 
Kindness 
I portrayed my value of 
kindness and share my 
knowledge by giving a 
basic lesson to my 
colleagues on flower 
arrangement. 
 
When Teacher D 
struggled with the 
assessment criteria to 
be implemented in the 
curriculum, I patiently 
demonstrated how 
these should be applied. 
Teacher D mentioned 
during a meeting how 
helpful and kind Teacher 
M had been in assisting 
her with the necessary 
assessment. This is 
evidence that my 
kindness had rubbed off 
on my colleagues. 
I shared the skill of 
arranging flowers with 
them and therefore I can 
make a claim that 
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teachers are able to 
continue with this skill to 
arrange flowers on their 
own. 
They will now be able to 
help with flower 
arrangements for school 
functions. They will also 
be able to make their own 
arrangements to beautify 
their homes with the skill 
that they have acquired. 
 
On Thursday, 28 August 
2008, another teacher, 
Teacher G, in the 
Foundation Phase 
mentioned during a 
meeting that the team-
building exercise had 
united us as a staff. She 
mentioned her surprise 
when a certain teacher, 
who seldom spoke to her, 
greeted her with a kiss 
and a hug. These two 
incidents led me to 
believe that my value of 
kindness has had an 
influence on the lives of 
my fellow teachers that I 
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work with. It also inspired 
and motivated me to 
pursue what I had started, 
as it evidently brought the 
results I had initially 
desired. This is evidence 
that my fellow teachers 
are demonstrating more 
kindness towards one 
another. 
 
 
 
5.3.2 Social validity 
 
Authors like McNiff and Whitehead (2006:185) and Habermas (1987) contend 
that as the researcher communicates the reality of his/her experiences during 
his/her research, he or she must explain what he or she did and what he or she 
learned. Habermas (1987) summarises the criteria of social validity as follows: 
 
• Comprehensibility: Writing my narrative, I have learnt to explain 
myself clearly as to what I want to say to the reader. My experience has 
taught me that one’s first draft is not the final draft; the skill of writing 
must be practised. Therefore, I learnt that my writing should be 
comprehensible and clear in expression and the text structure should be 
evenly presented. I ask you, the reader, to judge whether I have met 
this criterion. 
 
• Authenticity: I believe that, through my study, I have demonstrated that 
I have established authenticity in showing a commitment to living the 
values I have explicitly espoused. 
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• Truthfulness: I can claim through this report that I am telling the truth 
as to what transpired during my study. By producing evidence, I can 
honestly claim that my report is based on the truth. 
 
• Appropriateness: I refer to my awareness that my situation is 
influenced by the values that guide and drive my research. I believe that 
the evidence that I have offered, is appropriate to validate the study. 
 
The validation process was extremely significant, as it authenticated my study 
and helped reinforce my learning. The validation groups listened to my reports. 
Based on their own perceptions, they either agreed or disagreed as to whether 
my claims and evidence were coherent and believable (McNiff & Whitehead, 
2006:86). Below is a report concerning my validity, received from a colleague 
teaching in the Intermediate Phase. She formed part of a professional circle 
(McNiff & Whitehead, 2006:159) and was thus indirectly involved in my research 
project. 
 
5.3.2.1 Report: Critical friend 
 
My critical friend, a teacher in the Intermediate Phase, compiled a report on her 
observations of us as a team. As mentioned before, my critical friend met with 
us once a week and also gave input and feedback during our meetings. 
 
Report: Critical friend to Mrs C.A. Hendricks.  Compiled by Mrs V. Potgieter 
I wish to commence my report by thanking Almighty God for the gift of Mrs 
Hendricks to Alpha Primary School. It is indeed a privilege, pleasure and honour 
to compile a report on a lady with the calibre of Mrs C Hendricks. This is an 
educator who sets goals and lets nothing get in her way of achieving these 
goals. Mrs Hendricks is a very respectable and caring individual and these 
qualities make it so easy for us as her colleagues to also show her the same 
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respect and care. I was moved by the way a colleague, who had to produce her 
files at the Department, was assisted by each and every other colleague in the 
Foundation Phase. Two of the colleagues went as far as assisting this particular 
colleague after hours. What remarkable care and support!! She believes in 
herself and is very confident in what she sets out to do. This confidence has 
indeed influenced her colleagues, as they now also believe in themselves and 
are much more confident than ever before. A very remarkable characteristic is 
the wonderful co-operation she gets from her colleagues in the Foundation 
Phase. Mrs Hendricks does not expect her colleagues to agree to all 
suggestions and ideas, but she indeed has a very positive influence on the lives 
she touches. She encourages her colleagues at all times. They never feel 
threatened by her. A colleague who recently joined the Foundation Phase, 
remarked in the meeting (28 August 2008) how Mrs Hendricks made her feel so 
welcome and of course encouraged her to feel free to approach her or any of 
the other colleagues. Her spiritual influence has an effect on those around her. I 
can indeed without any doubt say that much growth has taken place since Mrs 
Hendricks joined our staff. The extent she went to organise a team-building for 
the staff bore its fruits as educators learnt to know, understand and care for one 
another. 
 
5.3.2.2 Report from my validation group 
 
My validation group comprised three people from my professional circle, namely 
the principal, the deputy principal, and a colleague. These individuals were not 
directly involved in my research, but they listened to me, scrutinised my data 
and evidence and considered my claims to knowledge, after which they offered 
critical feedback (McNiff & Whitehead, 2006:159).  
 
Compiled by: Mrs R. Vereen     Alpha Primary School 
Mrs Charlotte Hendricks is known to me since 2006 when she was appointed as 
H.O.D. in the Foundation Phase Department at this institution. During this 
period she has exhibited a value system characterized by compassion, respect 
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to others and approaches challenges with a positive attitude. She is innovative, 
resourceful and industrious. Her positive disposition is particularly displayed in 
the different events implemented or co-ordinated by her, for example, a team-
building, excursions for educators, a Birthday Club where educators receive 
well wishes and a gift and a prize-giving ceremony where learners are 
acknowledged and rewarded for their progress, thus serving as motivation to 
other learners. She always creates situations where educators and learners are 
exposed to, or can experience social, moral and intellectual development. As I 
observed the teachers in the Foundation Phase during the past two years I can 
honestly and truly say that the teachers developed an attitude of caring and 
being supportive towards one another.  
 
To validate this claim, I am producing evidence that I managed to collect during 
the course of my study. 
 
5.3.2.3 Report from a teacher involved in the team-building intervention 
 
Due to the low morale evident among my fellow teachers, I felt it necessary to 
portray the value of caring in my daily interaction. In doing so, I arranged for us 
to go on a team-building excursion. The preparation was hard work, but turned 
out to be fruitful, and I attained the desired outcome, namely to increase the 
morale of the teachers. After the team-building exercise, the teachers seemed 
to be closer than before, and they could not stop talking about this excursion. 
Although the team-building excursion was initially intended for Foundation 
Phase teachers, other staff members joined us. I claim that the team-building 
exercise has had a great influence on the Senior Phase teachers, as they felt 
the need to introduce this as a yearly excursion. A teacher in the Senior Phase, 
Teacher Z, wrote a report about her experience on the team-building excursion: 
 
“On 25-26 June 2008, our staff experienced a team-building workshop for the 
first time in our history. Was it long overdue? Of course!!! It was wonderful and 
interesting to come together on “neutral territory” to focus on our working 
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relationships in such a jovial fashion. The laughter, the tears, the teamwork, the 
celebrations made me forget about the worries and stress of work. It was quality 
time that allowed me to focus on my relationship with my colleagues, to belong 
to a team of players, to value my individual role in the team, to be a contributing 
member of the team’s success, to assist, advise or guide those who found it 
more challenging. The list can go on and on. As we went about our tasks, I 
immediately drew a parallel with my work situation. All the above mentioned I 
considered an integral part in my work situation. I saw how I could apply those 
facets in my work environment to alleviate obstacles that could surface (work 
and relationships). It made me realise how important team work is, how 
important an honest working relationship is in order to achieve success.  
 
It made me look at my colleagues in a new light, especially when we relaxed 
after a hard day’s work. I think all of us got to know each other better. We 
shared amongst one another and in private many experiences and thoughts. 
 
I would recommend that each staff and every school experience a team-building 
workshop at regular intervals. We can only benefit by it and by extension in long 
run, the pupils would too. 
 
With all this in mind, I believe that our staff grew as a team. I also believe that 
we are now able to interact more positively. This event definitely gave us as 
staff a sense of belonging. I agree with Hayes (2002:3) that teamwork gives 
people a sense of being valued and encourage teachers to be more 
professional in their approach and take their responsibilities more seriously. If I 
want this to become a reality, I need to ‘walk the talk’ through leading by 
example and living out my values in my daily practice. 
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5.2.3.4 Extracts from teacher journals 
 
My critical friend, my colleague in the Foundation Phase, and I met once a week 
for discussions regarding our morale as well as feedback from our previous 
meetings. Below is an extract from the journal of teacher M on 18 August 2008: 
 
“Charlotte’s positive influence on our group of (5/6) has so impressed us that we 
have also decided to continue our studies next year. Although we are a bit 
afraid of the unknown, she has made us realise that the Lord is always there. 
Even the Secretary has indicated that she would complete her diploma next 
year. We now inspire each other and know that morally and emotionally we can 
count on each other”. 
 
This extract makes reference to the fact that the teacher perceives me to have 
had a positive influence on them as a group and that as a result of my example, 
five or six of the teachers were planning to further their qualifications. I 
encouraged them and also stated that God would always be there for them. She 
mentioned that the Secretary of the school had also decided to enrol to 
complete her secretarial course. I believe that I as a leader definitely influenced 
my colleagues in a positive way and therefore I can claim from this statement 
that I am living my value of caring and sharing as well as the value of ‘Ubuntu’.  
 
In the extract below, Teacher B gives her opinion regarding the morale of 
teachers in the Foundation Phase, which she firmly believes has improved: 
 
“In my opinion our Team Building, Women’s Day and our Birthday Club has 
been a major boost to morale. The confidence of Charlotte to take and complete 
projects has filtered through to her colleagues. The teachers are definitely more 
positive”. 
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5.4 CONCLUSION 
 
In this chapter, I discussed the validity process by providing evidence to show 
both personal and social validation. My personal validation was demonstrated 
by providing evidence of how I articulated my values as a living standard of 
judgement. I am making a claim to knowledge based on validated evidence. In 
the next and final chapter, I shall return to my initial intention at the outset of the 
study and will examine the extent to which I believe I fulfilled my aims. 
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CHAPTER SIX 
 
 
SIGNIFICANCE  OF MY RESEARCH 
 
 
 
The measure of achievement is not winning awards. It’s doing something 
that you appreciate, something you believe is worthwhile. 
(Julia Child) 
 
6.1 INTRODUCTION 
 
In the previous chapter, I described how I validated my study through personal 
and social validation. In this final chapter, I aim to explain how I shall use the 
knowledge I have gained through this study to modify my ideas and practice in 
the light of my evaluation. This chapter will attempt to show the potential 
significance of my research-based practise for raising the morale of teachers.  
 
6.2 MY CLAIM TO KNOWLEDGE 
 
I believe that by conducting this study, I have come to know better how to raise 
the morale of teachers by facilitating them to increase their self-efficacy beliefs. 
I shall attempt to describe this metaphorically. 
 
Using a maritime metaphor, I saw each individual teacher as the captain of his 
or her own ship upon a sea on which he or she was experiencing many storms. 
These storms often became violent and tossed our ships to and fro with 
tremendous force, resulting in us being thrown about in different directions. 
Each was focused only on reaching his or her own personal destination and had 
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little regard for the welfare of the other ships and their destinations. Like those 
ships, every teacher was busy moving in his or her own direction within 
education. Our morale reached such a low point that we became despondent 
and demotivated in our profession. 
 
However, through my interventions, the storms started to subside and we began 
to steer our ships to a point where we came together as a united fleet. As each 
teacher began to believe in his or her own potential, he or she also became 
motivated to help others reach theirs. As I lived out my values, the teachers also 
began to live out similar values in their interactions. As a team, we threw our 
anchors, symbolising our steadfastness. We have regained our strength and 
feel energised for the tasks that lie ahead. These tasks we shall tackle with 
great vigour and enthusiasm. All the activities in which we have participated, 
have anchored us firmly in the belief that even the most violent storms will not 
divide us. 
 
I am well aware that instances may well occur in the future where we might 
differ from each other, despite having reached common ground. These 
differences will, however, be overcome, since we are now better equipped to 
face such challenges. 
 
As we continue sailing on this vast ocean, we will be prepared to throw out a life 
jacket to anyone finding him- or herself sinking. We as a team now know how to 
save others from drowning. Here, I refer to the spirit of camaraderie, which 
encompasses caring and support – support that enhances and encourages self-
efficacy, as we are continuously challenged with new levels of responsibility and 
the drive to achieve. 
 
As I look at the ocean, it is one horizontal view that stretches into infinity. At the 
bottom of the sea lie great treasures. We as teachers have realised that there is 
no end to our task as educators. We need to dig deep to find those valuable 
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treasures in our classrooms, in our learners. Since there has been a marked 
improvement in our morale, teachers are now motivated to dig for our valuable 
pearls. It seems that we have come to the realisation that these treasures have 
a value that nobody can estimate. This is the force that drives us to do more. 
We feel compelled to look harder, deeper into this ocean, as one treasure 
differs from the other, to the extent that the treasures get better and better. The 
more you find, the more you want, not out of greed, but out of passion. I am so 
glad that I am part of this fleet of ships, as I would never have discovered my 
worth if it were not for the neighbouring ships that have thrown their anchors out 
around me. 
 
I shall now return to the main argument of this study and examine the extent to 
which I fulfilled my goals and aims. I shall briefly restate my research question 
and the aims I set at the beginning of this study and discuss the extent to which 
I have fulfilled those aims and whether I have answered my research question. I 
shall then review the limitations of my study and also indicate some future 
research possibilities. 
 
6.3 MY RESEARCH QUESTIONS AND AIMS 
 
The research question I asked at the beginning in order to guide my study was: 
 
“How can I facilitate the improvement of teacher morale among the 
teachers in the Foundation Phase Department?” 
 
Through this study, I wanted to determine how I could improve my practice as 
an HOD to contribute to the enlistment of teacher morale. I believe that this 
enquiry permitted me to reach the aims I set out to achieve: 
 
• To improve my understanding of why teacher morale is low. 
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External and internal factors influence the morale of teachers. Externally, the 
lack of resources, heavy workload, large classes, poor state of repair of school 
buildings and dilapidated school furniture all contribute to the low morale of 
teachers. Internally, they feel helpless, despondent and demotivated about the 
teaching profession. I observed this state of affairs on a daily basis and 
therefore it became one of my aims to turn the situation around. I now know that 
teachers felt demoralised because they felt devalued and helpless to improve 
the situation. Instead of taking action themselves, they looked to external forces 
to improve their lot. 
 
• To develop my learning and leadership skills to implement better 
ways of encouraging teachers to investigate and improve their own 
morale. 
 
Throughout the study, I developed my own learning and leadership skills in 
such a way that I could facilitate and improve the morale of my colleagues. My 
personal growth and enrichment contributed to the success of the elevation of 
teacher morale. I have learnt that by helping teachers to develop their own life 
skills, by helping them to develop a more internal locus of control and by 
modelling improved interaction with others by living out the values of caring, 
respect, responsibility, trust, perseverance and kindness, they begin to believe 
in themselves again and realise that they can take action to improve the 
educational situation. I have also learnt that constant reflection on our values 
and ensuring practices is the key to constant growth. 
 
• To share these insights with others to influence their learning and 
educational practices. 
 
I intend this account to be used to share my knowledge with others, and shall 
disseminate my findings at a conference and through writing an article for an 
educational journal. Through such dissemination, I hope to positively influence 
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the learning and educational practices of my fellow teachers and educational 
leaders. My first action will be to invite all the principals of neighbouring schools 
to a workshop based on my living theory of developing teacher morale so that 
they can begin to reflect on the steps they could take to increase teacher 
morale at their own schools.  
 
As I made progress during the course of this study, I feel I have achieved all my 
aims and answered the question I initially set.  
 
6.4 SIGNIFICANCE OF RESEARCH IN RELATION TO OWN 
LEARNING 
 
My aim in undertaking this study was to establish how I could positively 
influence the morale of teachers in my Department through systematically 
reflecting on and improving my own practice. My account describes how I 
attempted to develop a theory of learning through action and practitioner self-
reflection. My study was based on the assumption that we all have the cognitive 
capacity to self-reflect, self-motivate and self-regulate. The self-reflective aspect 
of my work required me to look at who I was and where I was situated, both 
personally and professionally, especially regarding my leadership. I realised that 
every teacher had the capacity to bring about change and did not need to 
passively sit back and let others do things for him or her.  
 
I know now that teachers need motivation and support, but that it all begins with 
oneself. As individuals we need to understand that greatness exists in all of us, 
but it is up to us, to pull it out of ourselves (Canfield & Hansen, 2003:2).  
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6.4.1 Connecting theory with practice 
 
This study afforded me an opportunity to explore both theory and practice to 
raise the morale of teachers. I feel that I now have a clearer understanding of 
the body of literature on teacher morale, but also that the experience I have 
gained, has led to new insights. The lessons that I have learnt, include the 
following: 
 
• Every teacher’s professional growth should include a wide range of 
activities and challenges. For teachers to have a high morale, they need 
to grow in their profession and on a personal level. By enhancing teacher 
life skills, their self-beliefs improve and they become more motivated to 
take action to improve their own situations. 
 
• I know for sure that teachers feel motivated and valued when they 
receive positive feedback. This sense of being valued, enables teachers 
to be more generous with others and to give as well as receive. 
 
• As teachers start to believe in themselves and become internally 
motivated to change, they start to believe that they can also make a 
difference in their environments and are more motivated to do so. 
 
• By modelling values such as caring, respect, responsibility, trust, 
perseverance and kindness, I can influence others to do the same as 
they see how such values enhance their interaction with others. As 
teachers start to live out their values, interaction with their environment is 
improved and a positive cycle of change is initiated. 
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• Encouraging continual self-reflection within a caring, supportive 
environment is an effective way of helping teachers to become aware of 
the factors that are negatively affecting their morale, and of the ways in 
which they can improve it. 
 
• This learning also has implications for whole school improvement. If 
teacher morale is raised, it will have a ripple effect on the entire school. If 
teachers’ morale is lifted, they will be more motivated, passionate and 
committed to uphold the quality of education (Gibbs, 2003:3). The 
learners will benefit and will produce better results. By living out positive 
values, a caring and supportive climate will be created, which will help to 
encourage collaboration to address any challenges or problems. 
 
This learning can now be used to guide my future practice as an educational 
leader, to ensure that I continue to positively influence the morale of my 
colleagues. 
 
6.4.2 Implications for my future learning 
 
Teachers should have the opportunity to create professional development plans 
that may incorporate one or more models as discussed in this study. Each 
individual is the creator of his/her own happiness; others cannot make one 
happy (Marczely, 1996:88). 
 
From a personal viewpoint, I therefore intend to formulate a staff development 
policy statement, which needed to be linked to the school development plan. 
Horne and Brown (1997:60) suggest that a staff development policy must 
demonstrate the links between staff and school development plans. I now 
realise that the needs of the teachers must be taken into consideration and that 
they should be involved when such a policy is drawn up. 
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I shall recommend that the SMTs (Senior Management Teams) of schools, 
together with the DoE (Department of Education) have educational programmes 
in place to workshop teachers, to create an awareness of their self-efficacy. I 
believe that teachers are the most valuable asset in education, because we are 
the people that develop our children to become our future leaders. The DoE 
may be concerned about the cost of introducing such programmes. My answer 
would be that whatever it costs, the cost of not developing our teachers would 
be even higher. I believe that the DoE must recognise the importance of 
teachers’ work by placing a higher value on it. I therefore believe that if 
teachers’ self-efficacy is enhanced, so too would be their persistence, resilience 
and willingness to deliver work of a high standard. Attention must be placed on 
developing life skills and enabling teachers to develop expertise in exercising 
self-efficiency and control over their actions in the workplace. Suitable 
procedures for recognising the efforts of teachers should also be put into place. 
As Horne and Brown (1997:62) state, everyone feels good if his or her 
achievements are recognised. 
 
I intend to work on developing workshops in this regard, based on the 
knowledge I have gained in conducting this study. 
 
Since learning through action research is never-ending, I shall continue to 
reflect on my own practice to determine how I can best help teachers in my 
Department reach their full potential and be the best they can be. 
 
The fact that not all the educators were involved in my intervention strategies, 
implies that some were excluded, which contradicts my values of caring, 
kindness, respect, responsibility, trust and perseverance. I would have liked the 
entire staff to participate in all activities. In future, I shall strive to also involve 
those who did not form part of the activities that encouraged values, as 
mentioned above. My values were denied when I was compelled to exclude 
colleagues in the Senior Phase.  
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For a school to reach its full potential, to go from good to great, one needs to 
develop a team of leaders (Maxwell, 2005:306). I believe in leading our school, 
our learners, and our society, people will emerge who can fill the gaps and 
shortcomings in others’ abilities, people who will challenge and sharpen one 
another. If we try to do it ourselves, we will get beyond the glass ceiling of our 
own leadership limitations. 
 
I realised as I made huge progress in my practice as a leader, that I would 
never wanted to “arrive” at my destination. Instead, I want my journey to be 
open-ended. I have discovered that the key to personal development is growth. 
I believe that if we continue to grow in our profession, we will be better 
tomorrow than what we are today. This signifies that though this is the end of 
one cycle, it is the beginning of a new cycle of exciting and endless possibilities. 
 
6.5 CONCLUSION 
 
This chapter has focused on the potential significance of my study for helping to 
improve teacher morale through the development of self-efficacy beliefs. I 
described how my self-reflective practice has contributed to the creation of new 
knowledge, of my own living theory of how to improve teacher morale. I also 
described how I intend to modify my practices based on my learning and what 
future directions my research will take. 
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REPORT COMPILED BY: TEACHER C 
 
Before 
 
Alpha Primary was the first school that I taught at. I was so grateful for being 
given the chance to prove myself as I was fresh out of varsity and had so much 
ideas and expectations. But to my surprise, I soon lost all passion and drive that 
I once had. Not everybody was negative but they were too scared to embrace 
change as they knew what would happen, i.e. ideas being shot down, after all 
the staff had more experience. E.g. (1) I started teaching here in 2004 and there 
was no prize-giving. I was so disappointed, imagine not being awarded for 
working hard, no acknowledgement of your hard work. I clearly remember that it 
was discussed but because nobody wanted to take initiative, it didn’t occur. (2) 
The learners didn’t go on educational excursions, besides the museum. On the 
day that they had to go, then many would be absent, because they were bored 
of it, and had nothing to look forward to. There was no sports activities and no 
end of year parties and no cultural activities. In all honesty it was just black and 
white. No colour, no excitement, no drive. I’m definitely sure that I could add to 
this list. 
 
After 
 
I left Alpha and returned at the beginning of 2008. What a change, different 
attitudes, different activities, in the true sense, new people. These people now 
embraced change, implemented change. This was really a challenging year for 
me but with all the wonderful things that were taking place, I really didn’t have 
time to focus on any negative things. In the second quarter there was a team-
building, I however was not there, but I felt and saw the different when they 
came back. The team was in a true sense stronger. In essence, great things 
have happened and greater things about to take place. I strongly believe that 
Mrs Hendricks’ influence at this school has brought about big changes and she 
is no doubt an asset to any institution. 
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